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Abstract 

The major purpose of this study uus to investigate the practices and problem s of human resource training and development in north shoa zone education offices (Oromia R egion).Descriptive survey research method 'UXlS employed to conduct the r esearch. Questionnaire and do cument analysis u£re u sed as data gathering tools. 60 exp erts and 29 educational managers u£re involved in the s tudy from eight W)redas and one town education offices randomly selected including the zone education office. The data u£re analysed using p er centage and m ean . 

The findings that revealed that the training and development sections in the education offices focused only on identifying training needs and facilitating implementation of training and development programmes. Hou£ver, all approaches of training needs analysis u£re not used to come up with appropriate and comprehensive needs. Objectives u£re als o set prior to the design of training and development programmes though most of the programmes u£re arranged by Oromia education bureau. The study also indicated that on-the-job training and development methods u£re not applied in the offices. Moreov er, mechanisms u£re not se t to evaluate the out come training and d evelopment programmes. The managers' capacity to plan training and development programmes and their commitment to allocate resources for these programmes u£re not ques tioned. Hou£ver, the c apacity of managers to monitor and evaluate the programmes 'UXlS not as such promising. [n general, though an attempt 'UXlS made to implement human resource training and dev elopment programmes in education offices of the zone, from the finding s of the study it can be concluded that the programmes were not implemented in a manner that UJOuld enhan<.:e the performance of employees in the offices. 

Based on the finding s, the following recommendations u£re forUXLrded. Training and dev e lopment sections s hould be filled with skilled manpouer as well a s necessary materials such as tape recorder, camera, video camera, LCD, Lap top, and other relevant training materials so that the sections can carry out activities related to training and development by themselves. Training should be arranged to equip those responsible with the knou1.edg e to u se different approaches of needs analysis so that relevant and comprehensive training ne eds will be identified. More over, all employees in the offices should be aUXLre about the importance and cost effective nature of on-the-job training methods so that the offices can be benefited from applying these methods. Mechanisms such as using standardized formats and other strategies should also be set to evaluate the out come of training and development programmes to ensure their sustainability. Finally, the education offices should involve concerned governmental and non governmental organizations so that financial constraints in implementing the programmes can be solved. 

vii 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the problem and its approach. Background of the 

study, statement of the problem, objectives of the study, significance of 

the study, definitions of key terms, delimitation and limitation of the 

study, the research design and methodology as well as organization of 

the study are included in the chapter. 

1.1 Background of the Study 

Human resource training and development programmes play leading role 

to enhance the capacity of employees in any organization. The 

performance of organizations mainly depends upon the knowledge, skill 

and ability of employees. These can be acquired through training and 

development. As stated by Chandan (1995: 184), training and 

development IS a learning experience undertaken with the aim to 

sharpen the management and employees' skill, knowledge and ability so 

as to achieve organizational objectives. 

As it is well known, education is a means to produce skilled manpower. 

To produce competent work force, educational institutions should be 

filled with qualified employees. This can be realized through training and 

development. Therefore, to fit the rapidly growing science and technology, 

training and development programmes should be arranged regularly to 

employees so as to enhance the capacity of performing their tasks 

(koontz and Weihrich, 2003: 272). 

Moreover, training and development has the power to create stability on 

the part of employees since it guarantees their importance in the 

organization. It also helps for efficient utilization of resources as well as 

to increase productivity which leads to job satisfaction (Aguinas and 

kinishan, 2004: 142) . 
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The training and development programmes should be gIven special 

attention in the education sector. It is, because, education is a 

precondition in achieving democratic culture and bringing social change. 

Therefore, to provide quality education, relevant and timely training and 

development programmes should be arranged for educational personnel 

(MOE, 1998:2). 

Training and Development programmes should consider the objective of 

the organization and also the needs of the individuals so as to be fruitful. 

Unless the training offered meets the development needs of the 

individual, it will become futile exercise (Cole, 1997:279). 

Identification of training gap is also one of the major issues that should 

be considered before the decision is made to arrange training 

programmes. Infact, these programmes are meanses to an end but not 

end by themselves. Therefore, manager of any organization should have 

the competence to identify deficiencies of knowledge, skill or attitudes 

that hinder the smooth functioning of the organization (Bernardin, 

2003:169). 

More importantly, the results of training and development should be 

exposed to genuine evaluation. Evaluations have the power of identifying 

the success or failure of any activity. They have irreplaceable role for 

successful and sustainable implementation of training and development 

programmes(Harris and DeSimone,1994:2). 

In the case of Ethiopia, the concept of training and development is not a 

recent phenomenon. The importance of this programme was clearly 

indicated in the proclamation ratified in 1962 to establish central 

personnel agency, a body which was responsible for civil servants of the 

country (Negarit Gazeta, 1962, No. 28). Therefore, the practice at least 

the introduction of training and development programmes in a formal 

way dated back to 1962. With this, training and development sections 

came to existence in government offices to run these programmes. Even 
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cu rrently, th ere is commitment on the part of government to improve the 

capacity of civil servants to achieve better performa nce so that to enable 

them competent for higher responsibility through ca reer development 

(Negarit Gazeta, 2002, No.8) 

In light of the aforementioned reasons, nowadays it is a common practice 

in many organizations to arrange training and development to update 

and upgrade the capacity of their employees. 

Accordingly, education offices in north shoa zone as government offices 

in oromia region, arranged training and development programmes for 

educationa l personnel in woreda and zone education offices. The success 

of training and development programmes, among others, depend on 

genuine analysis of training needs as well as the match between over all 

organizational objectives and contents of the programmes. Therefore, 

training and development programmes should consider the objectives of 

the offices including the needs of employees. 

To say few, north shoa zone is found in north west part of oromia region. 

The capital Fiche is located 110 km from addis Ababa on main road to 

Gojjam. The area of the zone is estimated to be 1,183,100 hectar with 

total population of about 1,600, 662 (WBGSHK, 2006: 1-2). The education 

office of the zone including woreda edua tion offices were established in 

1993 (1985E.C). 

This study is thus, designed to investigate the practices and problems of 

human resource training and development in north shoa zone education 

offices. The findings and the conclusions will help zone and woreda 

education officials how far the programmes are being implemented as per 

intended objectives. Moreover, the recommendations may also serve as 

. inputs for further efforts in implementing well designed and need based 

training and development programmes. 
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1.2 Statement of the Problem 

Training and Development programmes play key role to Improve 

employee motivation and job performance by changing behavior in 

desired direction. Any organization including educational institutions 

give due emphasis to enhance the capacity of their employees through 

training and development programmes. As stated by Poulter (1981 :4), 

proper implementation of training and development programmes offer a 

number of potential benefits for both employees and the organization as 

a whole. 

With the introduction of the 1994 education and training policy in 

Ethiopia, educational organization and management became 

decentralized to regional level. Regions, zones and woredas are given the 

mandate to decide on their own affairs. This requires managerial capacity 

at all levels of education offices. Therefore, the importance of more 

qualified workforce became evident so as to be fruitful in performing 

tasks. Hence, training and development is becoming burning issue in 

education sector to run the system. 

However, the education offices as part of the civil service organizations in 

Ethiopia faced problems related to implementation of training and 

development programmes. Most of civil service organizations failed to 

design appropriate and comprehensive training and development 

programmes. Evaluation of the outcomes of the programmes was also 

very poor. The programmes were also implemented in a situation of 

budget constraints (Bizuneh in Melaku, 2004: 5-6). 

The research recently conducted by Federal Civil Service Commission 

revealed that human resource training and development in civil service is 

not yet relevant to government policies, programmes and projects. 

Moreover, there is no clear cut training policy that serves civil service 

organizations (FCSC: 2007: 6). 

4 



North shoa zone is one of the zones found in oromia region . There are 

sixteen woreda and two town education offices under zone education 

office. Many efforts have been made to enhance the managerial capacity 

of educational personnel in woreda and zone education offices. Although 

so m any training and development programmes were arranged to 

educational personnel in education offices, these programmes have not 

been studied so far. That is, nothing is known whether or not the 

programmes are on the right track. As a result, there is no clear picture 

on the part of educational officials of the zone and woredas about the 

practices of training and development programmes in the education 

offices of the zone and the impact on the over all achievement of 

organizational objectives. Thus, it is timely and important to see the 

practices and problems of human resource training and development in 

education offices of north shoa zone. These help educational officials of 

zone and woredas to know the progress and drawbacks of activities 

accomplished so as to take corrective measures to run the programmes 

as per intended. Therefore, at the end of the study, the researcher 

believes that the following basic questions are going to be answered. 

1. What is the current practice of human resource training and 

development in north shoa zone education offices? 

2 . To what extent educational managers at zone and woreda 

education offices have the capacity to run human resource training 

and development programmes? 

3. Have various training and development programmes offered in 

education offices contributed for achievement of educational goals? 

4. How do the targeted beneficiaries perceive the training and 

development efforts in north shoa zone education offices? 

5. What are the major problems encountered in implementing human 

resource training and development programmes in north shoa zone 

education offices? 
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1.3 Objectives of the study 

The major objective of this study IS to investigate the practices and 

problems of human resource training and development in education 

offices of north shoa zone oromia region. More specifically, the following 

objectives are going to be addressed in the study: 

.:. Examine how far human resource training and development IS 

exercised in education offices of North shoa zone . 

• :. Explore problems that may hinder the practice of human resource 

training and development in the education offices 

.:. Identify the perception of educational personnel m respective 

offices regarding human resource training and development 

1.4 Significance of the study 

The findings of this study will have the following significance for 

education offices at all levels in the zone: 

1. It helps to improve the perception of educational personnel about 

importance of human resource training and development. 

2. It helps educational officials to arrange relevant and timely 

training and development programmes. 

3. It serves the education officials to identify problems that hinder 

the smooth implementation of human resource training and 

development programmes 

4. It shows direction for those researchers who want to conduct 

further study in the same or similar areas. 

1.5 Delimitation of the study 

There are sixteen woredas and two town education offices in North Shoa 

zone of oromia region. Out of these woredas, to make the study 

manageable, the study covers only eight woredas and one town 
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education offices including zone edu cation office . The study a lso focuses 

on training a nd development of educational m anagers and experts of 

woreda and zone education offices since the training and development 

programmes of education offices mainly focuses on these individuals. 

More over, as staff member of one of education offices in the zone, the 

researcher believes that there are critical problems to be solved in 

relation to planning and implementation of training and development 

programmes. 

1.6 Limitation of the Study 

Financial problem forced the researcher not to include all of the woreda 

education offices in the study. The study could have been more complete 

had all the education offices been included. 

1.7 Research Design and Methodology 

1.7.1 The Research method 

Descriptive survey research method was employed to conduct the study. 

This method is selected since the researcher believes that it allows 

gathering several kinds of data broadly in relation to human resource 

training and development programmes of the zone and woreda education 

offices. Moreover, as stated by Seyoum and Ayalew(1989:17) ,this method 

helps to get an exact description of the current status of any 

phenomenon. Based on this, the researcher believes that descriptive 

method is helpful to investigate the practice and problems of human 

resource training and development in the education offices of north shoa 

zone. 
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1. 7.2 Source of Data 

Primary and secondary data were used as sources for conducting the 

study. Primary data were obtained from educational managers and 

experts of the zone and sample woreda education offices. Moreover, 

reports , educational abstracts and other documents in sample woreda 

and zone education offices were used as sources of secondary data. 

1. 7.3 Sampling Techniques 

To obtain reliable data and also enable the sample representative 

enough, out of sixteen woredas and two town education offices, eight 

woredas and one town (44.4%) were selected randomly using lottery 

method so as to give the opportunity of equal chance to be selected in the 

sample . The zone education office was also included in the sample. 

According to information obtained from north shoa zone education office, 

the structure of the offices show that each woreda and town education 

office has equal number of managers as well as experts. In practice, 

however, the number of managers and experts in the woreda education 

offices vary from woreda to woreda. However, the number is manageable 

to include all the employees as respondents . Therefore , to make the 

study dependable and since the number is not too large, all of them were 

included in the study. 

The following table indicates selected sample woreda education offices 

and the number of mangers and experts included in the study from each 

sample woreda education offices and zone education office: 
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Table A: Sample Woredas, Zone and the Number of Respondents: 

Name of the No. of 

WoredajZone Managers No. of Experts Total 

Popu Sampl % Popul Sample % Popul Sam % 
latio e ation ation. pIe 
n. 

North shoa zone 3 3 100 6 6 100 9 9 100 
education office 
G/ Jarso 3 3 100 6 6 100 9 9 100 
Education Office 
Sululta 3 3 100 6 6 100 9 9 100 
Education Office 
Wechale 3 3 100 13 13 100 16 16 100 
Education Office 
D/ Libanos 3 3 100 5 5 100 8 8 100 
Education Office 
Y / Gulelie 3 3 100 7 7 100 10 10 100 
Education Office 

Fitche town 2 2 100 3 3 100 5 5 100 
Education Office 
Kuyu Education 3 3 100 10 10 100 13 13 100 
Office 
Degem 3 3 100 6 6 100 9 9 100 
Education 
Office 

W/Jarso 3 3 100 7 7 100 10 10 100 
Education Office 

Total 29 29 100 69 69 100 98 98 100 

1. 7.4 Data Gathering Tools 

Questionnaire and document analyses were used to gather information 

from respondents. A questionnaire with open and more of closed ended 

question items was prepared based on the review of related literature and 

basic questions raised. The open ended question items give the 

respondent the opportunity to state their answers in the way they see 

appropriate, in their own way and their own words while closed ended 

question items offer a set of responses from which the respondent has to 

choose (Sarantakos, 2005:245). The questionnaires were distributed to 

managers and experts of woreda and zone education offices so that a 
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sound comparIson could be made. More over, available documents in 

zone and woreda education offices were a lso consulted to diversify the 

source of information. 

1. 7.5 Procedures of Data collection 

First, the questionnaires prepared and translated In to Amharic were 

distributed for pilot testing in two education offices other than sample 

woredas (Derra and Jidda woreda education offices). This helped to avoid 

errors related to language and ideas so that to enrich the framed items 

based on the feedback of returned questionnaires . The distribution and 

collection of the questionnaires were carried out by the researcher. 

Analysis of available documents was also made by the researcher 

himself. 

1. 7.6 Methods of Data Analysis 

The data gathered through questionnaires were analyzed using 

descriptive statistics . For the sake of convenience, rela ted items were 

treated together. In analyzing the data the following procedures were 

used. 

First, the response obtained from close-ended items of the questionnaire 

were identified, tallied and tabulated. The reactions of the respondents 

were indicated in numbers, percentages and mean scores. 

Next, the responses for open ended items of the questionnaire as well as 

the information gathered from various documents were used to 

substantiate the analysis. Percentage and mean were used as statistical 

tools for data analysis. Finally, the major findings of the study were 

reported and relevant recommendations were also forwarded. 
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1.8 Definition of Key Terms 

Expert - include individuals in the woreda and zone education offices 

who assume different posts in the offices and entitled as 

expert. 

Human Resource Development - "being broad in scope and focusing on 

individual gaining of new knowledge and skill useful for 

both present and future jobs," (Mathis and Jackson, 

1997:282). 

Human Resource Training - "is a learning process where by people 

acquires knowledge to aid in the achievement of goals" 

(Mathis and Jackson, 1997:282). 

Manager - In the context of this study, it refers to the heads, deputy 

heads, and team leaders of woreda and zone education 

offices. 

Woreda - is lower administrative area next to zone and upper In 

hierarchy than kebele. 

Zone- IS an administrative area next to regIOn and upper In hierarchy 

than woreda. 

1.9 Organization of the Study 

The study is organized in four chapters. The first chapter deals with the 

problem and its approach, the second chapter includes review of related 

literature, the third chapter deals with the presentation and analysis of 

data, and the fourth chapter includes the summary, conclusion and 

recommendations part. At the end of the paper, list of reference materials 

are indicated In bibliography and papers containing important 

information are also annexed in appendices. 
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Chapter Two 

Review of Related Literature 

This chapter decals with the literature revIew related to the problem 

understudy. It provides theoretical background on human resource 

training and Development. 

2.1 Concept of Training and Development 

2.1.1 What is Training? 

As of any other terms, training IS defined by many authorities usmg 

different words. Though it is defined differently, the core concept revolves 

around enhancing the quality of the performance of individuals so as to 

be effective in achieving organizational aims and objectives. To start with, 

to White (1996: 164), training is a learning process that helps to enhance 

the basic skills employees need to do their job so as to meet the 

minimum performance standards set by their respective organization. 

Moreover, training is aimed to equip employees with the knowledge, skills 

and attitudes that are required for the effective performance of their work 

(Tyson and York, 1996:141). Still in the words of Mullins (1996:634), 

"training helps to reconcile the gap between what should happen and 

what is happening between desired targets or standards and actual levels 

of work performance." Furthermore, training is a learning, experience 

that leads to relatively permanent change of behavior in the individuals 

that will improve the ability to perform job (DeCenzo and Stephen, 

1988:240). 

In general, as stated above, training has a function to enhance the 

performance of employees so as to be competent enough to effectively 

carry out their tasks. It helps to update the current job performance of 

employees . Therefore, Planned and well designed training programmes 

should be arranged for new or present employees to achieve 

organizational objectives (Dessler, 1991 :254). As stated by Mullins 
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(1996:636), "" .. training for its own sake achieves little. It must be real, 

opera tional a nd rewarding. 

2.1.2 What is Development? 

Just like that of the term training, development is also defined by 

different authorities based on the area of emphasis to describe the 

concept well . However, the overall description of the concept remains the 

same. For Attwood and Dimmock (1996:122), development focuses on 

enhancing the potential and capabilities of employees not only for the 

current job but also for future job requirements. In the same way 

Bernardin (2003: 165) describes development as a process of helping 

individuals to update themselves with the intention to fulfill future job 

requirements in addition to equip them to perform current jobs. 

According to Mathis and Jackson (1997 :314), development ensures long 

lasting benefit to the organization as well as employees. Organizations 

are benefited from the achievement of their goal through capable 

employees involved in development programmes while the benefit of 

employees is gained through career development. 

In a nutshell, the above stated definitions show that development is a 

process of updating and enhancing the potential and capabilities of 

employees to make them competent in performing current jobs as well as 

fulfill future job requirements. Development is geared more to fulfill 

future job requirements though it has an advantage to enhance current 

job performance. 
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2.2 The Benefits of Training and Development 

As stated by Carry (1992:2), "effective training and development pays 
back far more than its cost in improved performance." In fact, the benefit 
of training and development depends on the preparation that is made to 
implement these programmes. Well designed training and development 
programmes ensure achievement for the organization and employees 
(Saiyadain, 1999: 217). On the contrary, poorly designed and irrelevant 
training and development programmes open door for frustration of 
employees as well as westage of resources (Stewart and Stewart, 1985: 
72; Gomez-Meija, Balkin and Cardy, 1993: 296). 

Accordingly, with the assumption that training and development 
programmes are mainly designed in a manner that will be fruitful for the 
organization and employees, Mullins (1996: 63) and Peppit (2004: 74) 
state the following benefits of training and development: 

• Helps to enhance the confidence, motivation and commitment of 
employees; 

• Recognition and more responsibility can be gained in addition to 
possibility of increased pay and promotion; 

• Ensures feeling of personal satisfaction and achievement with the 
opportunities for career development; and 

• Helps to improve the existence and quality of staff. 

In the case of Ethiopia, the above mentioned benefits are familiar and the 
researcher also believes that these points are among the benefits of 
training and development. 

Moreover, quantitative and qualitative increment of production, new 
skills, knowledge and attitudes gained, reduction of accidents, turnover, 
absenteeism and scrap rates; easy adaptability to new working methods 
and technologies; sustainability and growth of an organization and 
reduction of customer dissatisfaction are among the benefits of training 
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and development (Kenney and Others, 1983: 16; Graham and Bennet, 

1998: 282; Cuming, 1999:199; Dwivedi, 1994:143; Cowling and Mailer, 

1981:50; Werther and Davis, 1993:305). 

To sum up, as stated by different authorities, well designed and 

implemented training and development programmes play key role for 

improved organizational performance as well as employee satisfaction 

and achievement that lead to employees career development. The 

organization as well as employees can be benefited in different aspects 

from effective training and development programmes. Therefore, to keep 

pace with rapid technological changes, training and development 

programmes should be continuously arranged to keep employees 

updated and effective (Saiyadain, 1999:217). 

2.3 Aspects of Human Resource Training and Development 

Human resource training and development can be seen from two angles 

based on the categories of human resources in organizations. That is, 

development of those in the managerial position and training as well as 

development of employees in the organization. Components of training 

and development like management development and employee training 

and development are derived from this reality. 

2.3.1 Management Development 

The performance of management body in any organization is believed to 

be the corner stone for smooth functioning of organizational activities as 

well as achievement of organizational goals. To ensure minimum 

performance standards on the part of managers, the importance of 

management development is inevitable. 
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Accordingly, to ela borate the whatness of managemen t development, 

Graha m and Bennet (1993:306) defines it as follows: 

A systematic process of development of effective managers at 
all levels to meet the requirements of an organization, 
involving an analysis of the present and future management 
requirements, assessing the existing and potential skills of 
managers and devising the best means for their development 
to meet these requirements 

As stated above, management development focuses on enhancing 

the competence of managers for the purpose of present and future 

management requirements. 

To further elaborate, Graham and Bennet state that management 

development by its nature include: 

• Human resources planning so as to identify demand for managers; 

• Assessment of the present abilities of managers; and 

• Identifying relevant development methods. 

Emphasizing on the importance of management development, Mondy 

and Noe (1990:280) states that, among others, to make sound decisions 

in the organization, the management should be equipped with required 

knowledge so that their contribution to the organization will be 

meaningful and as per expected. This can be obtained through 

management development. Furthermore, management development 

helps managers to easily understand their roles and responsibilities so 

that they will be effective in enhancing the performance of the employees 

(Mbamba, 1992:1). Besides these, management development enables 

managers to have the competence to handle any demand of their 

organization (French, 1990:354). 

According to Chandan (1995:184-185), to enable those at managerial 

positions effective in performing their tasks, making managers alert to 

keep pace with rapidly changing environment, preparing managers for 
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career d evelopmen t up in the ladder, and making managers confident 

enough a re among the purpose of management development. 

In general, as stated above, management development is a process of 

involving managers in different learning opportunities to improve their 

competence so that intended organizational objectives will be achieved 

through their effective leadership. Therefore, any organization should not 

be reluctant in arranging such programmes if the ultimate goal is to 

grow. 

2.3.2 Employee Training and Development 

Employee training and development programmes best fit to specific 

organization depends upon a number of factors such as skills required 

for the jobs to be filled, qualifications of candidates applying for jobs, and 

the kinds of operating problems confronted by the organization (Pigors 

and Myers, 1981:283). Since the effectiveness of any organization mainly 

depend on the competence of its employees, training and development 

programes best suited to specific organizational need should be arranged 

(Mathis and Jackson, 1982:256; Odenwald, 1993:21). 

According to Heneman and Others (1989 :419), employee training and 

development is defined as a process of enhancing employees' competence 

so that their contribution to their organization is reflected through 

achievement of organizational goal. Moreover, developing skills required 

to achieve organization goals in the work force and individual employees, 

making employees to keep pace with the changes in technology and 

working methods, and preparing employees in the organization for 

further responsibilities are among the purposes of employee training and 

development (Tracey, 1984:1). 

To wind up, employee training and development focuses on improving 

the technical competence of employees at the bottom level of 

organizational hierarchy so that they can do their best for achievemen t of 

organizational goals. 
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2.4 Principles of Training and Development 

To be effective in conducting successful training and development 

programmes, there should be principles that govern the overall activities 

of the programme. 

Accordingly, authorities like Chandan (1985: 1791) and Pigors and Myers 

(1981 :287) recommend some governing principles as follows: 

• There should be need in the part of the trainees to learn a new skill 

to improve job performance; 

• Promotion or a better job should be arranged to trainees to 

increase motivation; 

• Learning results should be checked by the trainer; 

• Feedback should be through learning by doing rather than by 

listening; 

• The material to be learned should be arranged sequentially; and 

• Training should be provided in a friendly manner so that self-

confidence will be created on the part of trainees. 

Moreover, in the words of Peppit (2004:68) , commitment to invest in 

people to improve their performance, planning based on the need 

analysis and organization's objectives, taking action to train and develop 

people to provide and make use of the skills required to meet 

organization's objectives, measunng and evaluating the improvements 

obtained as a result of training and development activity are the four key 

principles of training and development. 

In general, training and development principles play their own role in the 

process of training and development since they have the power to direct 

towards effective implementation of training and development 

programmes. 
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2 .5 The Process of Training and Development 

Training and development is not one shot activity. There are senes of 

interrelated steps to be followed. Overlooking these steps makes the 

training and development programmes in effective and futile exercise. 

Training and development as a process include the steps such as 

identification of training needs, setting training and development 

objectives, designing training and development programmes, 

implementing training and development programmes and evaluation of 

these programmes (Dessler, 1991 :255). 

2.5.1. Analysis of Training Needs 

Training need is a gap in between the requirements of a given job and 

actual performance of employees. Therefore, identifying training needs is 

the starting point for managing training process. This is the step to be 

considered seriously since a proper need analysis is difficult, time 

consuming and also determinant factor to conduct effective training and 

development (Wills, 1993:21; Critten, 1993:42). Reviewing an 

organization's objectives, strategy and financial performance provides the 

basis for assessing training needs (Darling, 1993: 118). 

According to DeCenzo and Stephen (1988:240), points such as the goals 

of the organization, the tasks to be completed, the behaviors expected of 

the employees, the deficiencies observed in performing the tasks should 

be considered to come up with appropriate training needs. Due emphasis 

should be given to these points to come up with appropriate training 

needs. 

Moreover, in adequate job performance or a drop in productivity, a high 

reject rate or larger than usual scrapage and a rise in a number of 

accidents reported can warn a manager that training is necessary 

(DeCenzo and Stephen, 1998:240 ). 
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Further more, reports of accident, labor turnover, absenteeism, and 

records of quality control, attitude surveys, and analysis of wage, salary, 

and disputes including succession plans are among sources of 

information for training need assessment (Pettman, 1985:87). 

2.5.1.1 Benefits of Training and Development Need 

Analysis 

According to Bartram and Gibson (1997:4), training a nd development 

need analysis has the following benefits: 

• investment in training and development will be need based and 
focus on specific issues that requires remedy; 

• the priority area will easily be identified; 

• appropriate methods to meet the needs will be identified; 

• training will easily be systematic, planned and also flexible enough 
to cope with adhoc requests; 

• the benefits of training will be measured against the initial costs; 

• the contribution of training to organizational growth and success 
can be recognized. 

In general, analysis of training needs is helpful to identify the knowledge, 

skills and attitude deficiencies in the employees. However, to come up 

with full-fledged training needs; individuals need, the organization itself 

and the task performed in the organization should be assessed (Robinson 

in Abduselam, 2006:25). 

2.5.1.2 Approaches for Analysis of Training Needs 

2.5.1.2.1 Assessing Organizational Needs. 

It is the analysis of the organization as whole. It has great contribution in 

deciding where training and development is important. To implement 

effective human resource training and development programmes, an 

assessment of the organization plays vital role. Audit of the organization 

should be carried out to identify organizational needs. Issues related to 

the goals and objectives of the organization, structure of the 
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organization, roles and tasks within the organizations, organization 

culture, compensation and communication system, r elationships inside 

and outside the organization, techniques and tools being used as well as 

leadership are the major points on which the audit of organization 

emphasize (Simmond, 1995: 152; Harris, 1994: 95-96; Mondy, Noe and 

Premeaux, 1999: 252). 

Besides these, organiza tional needs analysis focuses on availability of 

adequate employees with required knowledge, skills and abilities that are 

important for the organization's goal achievement (Brown, 2002:572). 

According to Landale (2004: 112) and kubr and prokopenko (1989: 153), 

among others, analysis of records, reports, future trends and 

opportunity, inter-firm comparison, attitudes and management surveys 

are techniques used in assessing organizational needs. 

To sum up, organizational analysis is an examination of the entire 

organizational activities. It has the capacity to direct where training and 

development programmes should be emphasized. It also plays vital role 

in defining the current position and identifying what is needed in the 

future. 

2.5.1.2.2. Task Analysis 

Task analysis refers to an assessment of the tasks performed in 

organizations. It focuses on analyzing job description, job specification 

and identifying the knowledge and skills required to perform the tasks in 

the organization (Court and Eldrige, 2003:245; Dessler 1991 :256). Task 

analyis is also expected to deeply assess different components of jobs in 

the organization so that decision will be made whether or not employees 

have the required knowledge and skills to perform the tasks (Saiyadain, 

1990:220). 

In the words of Dessler (1 99 1:256), task analysis is mainly appropriate to 

determine training needs of new employees. Particularly, it is applicable 

to employees at lower-echelon in the organization. Task analysis is a 
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detailed s tu dy of the job itself to determine what specific skills are 

required so that appropriate training will be arranged. 

In general, as task analysis focuses on detail assessment of specific tasks 

in organizations, it is helpful to pinpoint deficiencies in knowledge and 

skills in organizations so as to arrange need based training and 

development programmes. 

2.5.1.2.3 Assessing Individual Needs 

One of the methods of identifying training needs IS individual need 

assessment. According to Simmond (1995:153), training need of 

individuals is known when someone failed to meet agreed targets. 

Individual needs assessment is carried out through immediate manager 

using some kind of appraisal process, faults reported, past failings. 

Moreover, it is considered as cornerstone for other need assessment and 

helps the management body and employees to identify the deficiencies in 

performing the tasks in the organization (Kubr and Prokopenko, 

1989:30). 

To windup, individual needs assessment focuses on determining the 

training needs of individual employees in the organizations based on the 

deficiency of knowledge and skills observed. Therefore, organization 

should give equal credit to individual needs assessment as that of 

organizational and task analysis. 

2.5.2 Setting Training and Development Objectives 

Logically, once training and development needs are identified the next 

step is to set training and development objectives. As stated by Dessler 

(1997:255), "objectives specify what the trainee should be able to 

accomplish after successfully completing the training programme. They­

thus provide a focus for the efforts of both the trainee and the trainer 

and a benchmark for evaluating the success of the training 

programmes." That IS, training and development objectives are 
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descriptions of performance trainees should exhibit before they are 

considered competent. In the some vein, according to Tyson and York 

(1996:147) and Mager (1984:10), sound objective training and 

development. Objectives specify what trainees are able to demonstrate by 

the end of the training. 

Sound training objectives should fulfill the criteria stated below. The 

objectives should be: 

• Expressed in a way that is expected of the trainees (behavioral 

terms); 

• Specific In terms of performance expected, and standard 

required; 

• Measurable and capable of achievement in the time allowed for 

training; 

• Expressed In simple language that clearly states what the 

trainees should accomplish (Rae, 2003:75; Tyson and York, 

1996:147; Kerrigan and Luke, 1987:42) . 

To conclude, objectives are the core points in the process of training and 

development in that they give clear direction what is expected of trainees 

and trainers. Moreover, they are bases for evaluation of training and 

development programmes. Therefore, training objectives should be set 

with great care so as to be successful at the end. 

2.5.3. Designing Training and Development Programmes 

Training and development programme design is described as the process 

of developing training materials and curricula relevant to the actual 

training needs identified (BuIter in Melaku, 2004:26). The first step in 

designing training involves considering the training requirements under 

three headings. That is, attitudes, skills and knowledge (Graham and 

Bennet, 1998:286). It requires generating and analyzing different options 

based on the objectives to be achieved and the economic use of available 
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resources (Tyson and York, 1996:227). It a lso refers to converting 

training needs in to contents and types of training programmes 

(Saiyadain, 1999:227). 

According to Dessler (1997:252), designing training involves developing 

training materials based on the objectives to be achieved through 

training and development programmes. Therefore, contents vary 

according to the purpose and need for training (Saiyadain, 1999:227). 

Moreover, contents vary based on the level of participants and 

sequencing the contents is also very important (Saiyadain, 1999:227). 

Furthermore, the design should illustrate the commitment to training 

and development (Peppit, 2004:8) . 

In general, the specific area to be covered, description as well as 

sequence of content, setting instructional objectives for each topic, 

preparation of important materials should be given due emphasis in 

designing training and development programmes (Dessler, 1997:251). 

Therefore, training design should ensure whether employees are 

adequately trained to perform their role and understand how their role 

contributes to the overall organization objectives. 

2.5.4 Implementing Training and Development 

Programmes 

This is the phase where the actual training is offered to trainees as per 

the design. According to (Saiyadain, 1999:228), implementation of 

training involves the choice of participants as well as whether the 

training is conducted in an external programme or in company 

programme. The choice of the location of the training is based on the 

availability of relevant programmes, number of people to be trained, 

duration for which the trainees could be taken off the job, timings of 

training programmes, and the cost. 
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Moreover, implementation involves planning, prepa rmg and orgam zmg 

activities and executing. Pla nning involves facilitating what is required 

for implementation. (Campagna, 1998: 128). 

During implementation, carefully arranged facilities concerning 

classroom, accommodation, arrangements for travel and commuting, 

food and medical care, provide useful aid in making the trainir,g 

programme a success. (Saiyadain, 1999:221). 

In general, in implementation of training, the issues such as size of the 

class; ventilation, lightening and seating arrangements; punctuality 

should be considered. Therefore, in implementing training programmes 

all necessary requirements should be fulfilled to be successful. 

2.5.5 Evaluation of Training and Development 

Programmes 

Evaluation is the last but not the least stage in the process of training 

and development. It is a process of gathering information with which to 

make decisions about training activities (Bramle, 1996:5). Evaluation is 

the most crucial phase not only in assessing the quality of training 

offered but also to see what future changes in training plan should be 

made to make it more effective (Saiyandain, 1999:230; Burnham, 

1995:59). Moreover, evaluation involves calculating the cost of training 

by comparing it with financial benefits to the organization from the 

improved performance of trainees (Graham and Bennet, 1998:288). 

Evaluation provides an opportunity to fine-fune the activities and 

methods of training (Forsyth, 2001 :95). 

2.5.5.1 Purposes of Evaluation of Training and 

Development Programmes 

Evaluation of training and development 1S not conducted for its own 

sake. It has a number of purposes. Authorities like ligan and Pulaks 

(1999:380); Truelove (2000: 125-126); Barnington and Ried (1984:343) 
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state the purposes of evaluating training a nd development programmes. 

Some of these are: 

to provide in put in to decision making about the status of training 
courses; 

to provide feedback to trainers, trainees, or training designers 
regarding course success; 

to provide data to market the training to their organizations or 
future trainees; 

to determine whether or not the programme was appropriate; 

to identify the strong and weak side of training and development; 

to determine if there are unmet necds; 

To determine the cost effectiveness of training and development. 

In general, most of the purposes proposed for evaluation revolve around 

the effectiveness of training activities, the provision of training and the 

organizational process that affect training (Bramle, 1996:5). With out 

evaluation the status of training and development programmes can not 

be known. 

2.5.5.2 Approaches of Evaluating Training and 

Development Programmes 

There are various approaches to be used in evaluating training and 

development programmes. It ranges from evaluating various aspects of 

training immediately after the end of training to judging its utility in 

achieving the goals of the organization including evaluation of training 

based on basic categories of training outcomes (Pettman, 1985:92; 

Saiyadain, 1999:230). 

To this end, Dessler (1991:274) identify four basic categories of 

evaluating training outcomes such as reaction, learning, behavior, and 

result. To Dessler, reaction refers just to evaluate trainees' feeling about 

the programme. Whether or not they like the programme and consider it 

whorth while . It emphasized on evaluating perception of trainees about 

the program and its effectiveness. On the other hand, learning is testing 
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trainees to determine whether or not they learn the principles, skills and 

facts they were to learn . It emphasizes on evaluatin g the knowledge, skill 

obtained and attitudes changed as a result of training. More over, 

behavior is to measure whether or not behavior on the job is changed 

because of the training programme. It measures to what extent trainees 

applied what they acquired from the training in actual job environment. 

Finally, result focuses on measuring what final out comes were obtained 

in terms of the training objectives previously set. It is measuring whether 

or not productivity increased, customers are satisfied, and costs are 

dropped, etc as a result of training offered. 

In general, whatever approach is used to evaluate training and 

development programmes, its importance is indispensable. It provides 

feed back about the over all activities of the training to make necessary 

adjustments to be effective in training and development programmes that 

will be designed in future. 

2.5.5.3 Methods of Evaluation of Training and 

Development Programmes 

There are various methods of evaluating training and development 

programs. Among these, as stated by Decenzo and Robbins (1988:265) , 

the methods such as test-retest method, pre-post performance method 

and experimental-control-group method are discussed here under. 

Test-retest method is an approach of giving a test to participants before 

the tra ining prgramme. After the end of the programme the participants 

retake the test. This may enable to know the effect of the training on the 

trainees. 

In pre-post performance method, each participant is evaluated prior to 

training and rated on actual job performance. After the training, the 

participants are reevaluated. This also enables to evaluate training and 

development programmes (Decen zo and Robbins, 1988:265). 
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In experimental - control-group-method, two groups with comparable 

skills, intelligence and learning abilities are established. They are 

evaluated on actual job performance. Only the experimental group is 

given instruction while the control group remains on the job. After the 

training programme, the two groups are reevaluated. Based on the result 

obtained the training can be evaluated whether or not it was effective 

(Decenzo and Robbins, 1988:265) . 

To sum up, as stated above training and development programmes can 

be evaluated using different methods such as testing changes in 

knowledge, skills and attitudes including trainees and trainers reports. 

Therefore, selection of appropriate methods is very important so that 

genuine evaluation is made. 

2.6 Training and Development Methods 

Methods in training and development programmes are meanness to 

impart required knowledge and skills to trainees. Effective and efficient 

training and development programmes are results of appropriate 

methods. Therefore, after determining employee training needs and 

setting training objectives, it is logical to think about training and 

development methods that are used to achieve the intended objectives 

(Wexley and Latham, 1991:141). 

Selection of training methods mainly depend on the nature of the tasks 

and skills to be learned, the number of tainees and the resources 

available, cost-effectiveness, learning principles, preferences of trainees 

and trainers (Dessler, 1991:262; Werther and Davis, 1993:315). 

There are varieties of methods that should be selected based on the 

objectives of the training to be achieved. These methods are included 

under two major categories known as on and off-the-job training and 

development methods (Graha m and Bennet, 1998:296). 
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On-the-job training (OJT) involves having a person learn a job by actually 

performing it on the job (Forsyth , 200 1:41). There are several methods 

under on-the-job tra ining. These methods among others include 

coaching (understudy), mentoring, and apprenticeship training (Dessler, 

1991:263; Wexley and Latham, 1991 :141-172). 

To say few, mentoring is a process in which experienced employees giving 

support to less skilled or less experienced employees to promote personal 

development(Gomez-Mejia,Balkinand Cardy, 1995:40) .Coaching, however, 

is a process of enhancing employees performance through face-to-face 

communication between supervisors and subordinates while job rotation 

involves systematic movement of employees with the aim of providing 

exposure to many parts of an organization so that variety of experiences 

can be gained(Heneman and Others, 1996:438). 

On the other hand, off-the-job training takes place a way from normal 

work situation. The trainees are not regarded as productive workers. The 

training may be offered a t the organization's premises, at a training 

centers or educational institutions. Lecture, teleconferencing, 

audiovisual techniques, programmed instruction, equipment simulators, 

computer assisted instruction are among methods included under off­

the-job training (Wexley and Latham 1991 :174-194) 

These two categories of training and development m ethods have their 

own advantage and disadvantages. As stated by Dessler (1991:263) and 

Martin (1989 :45), its relatively inexpensive nature, less interference with 

production, the opportunity it facilitates learning since trainees learn by 

actually doing the job and the quick feedback obtained about the 

performa nce of trainees are among the advantages of on-the-job training. 

Its disadvantages include the likely exposure of trainees to reluctant 

(poor) teacher, problems related to result oriented payment to trainer and 

trainees, selection of irrelevant methods, un comfortable training under 

production conditions and damage of valuable materia ls (Graham and 

Bennet, 1998:287; Davies, 2003:251-262). 
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Similarly, the advantages of off-the-job training among others include the 

provision of t raining by specialist instructors and freedom from the 

pressure of payment-by-results scheme. On the other hand, its expensive 

nature, its irrelevant nature to some types of training which require the 

actual working environ met and the problem related to transfer of 

learning from training equipment to production equipment are 

considered as disadvantages of off-the-job training (Dessler, 1991 :263). 

In general, training and development methods play key role to achieve 

the intended objectives set in training and development programmes. 

Therefore, selection of appropriate methods should not be overlooked to 

implement effective and efficient training and development programmes. 

2.7 Problems of Human Resource Training and 

Development Programmes 

Human resource training and development is complicated endeavor that 

is constrained by different problems. The financial problem that arises 

from its expensive nature is the the major one . Most of the time 

organizations have no adequate budget for this task. This has impact on 

the quality of the training programme (Martin, 1989:6). 

Besides, the attitude of managers on training can also be cited as 

problem. Some managers go to the extent of disturbing the training 

sequences by postponing or canceling classes. This emerges from 

underestimating the benefit of training (Saiyadain, 1999:229). 

According to (White, 1996: 164), considering training as one-off process 

that takes place when a person first joins the organization or takes a new 

function is considered as a major problem related to human resource 

training and development. Moreover, skills training tends be restricted to 

the basic skills with little attempt to impart more advanced skills. 
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Furthermore, training for the sake of training, training just to fulfill the 

expectation of employees with out importance is among the problems of 

human resource training and development (Martin, 1999:6). 

In short, human resource training and development is constrained by 

shortage of resources, financial problems, attitudes of managers. 

Therefore, attention should be paid to alleviate these problems to have 

successful training programmes. 

2.8 An Over View of the History of Ethiopian Civil Service 

The Ethiopian civil service was formally established during the reign of 

Menelik in 1907 with the aim of ensuring orderly and efficient 

arrangements of government activities. However, the then weak 

leadership made the civil service to be handicapped. Later, during the 

reign of Hailesselassie, attempts were made to restructure the civil 

service so that efficient civil service governed by specified rules and 

procedures could be evolved. Similarly, the very nature of the regime 

hindered the civil service not to deliver the intended service to the public 

(Clapham in Getachew and Common, 2006:5). 

Later, according to Meheret in Getachew and Common (2006:5) , the 

Dergue 'Socialist' regime (1974-1991) came to power. The regime is 

characterized by increase in corruption, in efficient service delivery and 

routine neglect of the due process of law in maters of public concern. It 

was the coalition of Military/bureaucratic dictatorship which failed to 

rearrange the civil service to deliver intended service to the pUblic. 

In 1991, after EPRDF (The current ruling party) came to power, civil 

service reform programme was introduced to effect "a policy of transition 

from the old practice of single party hegemony to a multiparty system, 

and changing the centrally planned economic model to a market 

variant"(Getachew and Common, 2006:6). 
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In general, the Ethiopian civil service with the age of a lmost 100 years 

passed through series of up and downs to reach the current civil service 

which is on the way to bring fa ir and efficient service delivery. 

In relation to training and development, the issue was gIven due 

emphasis with the establishment of central personnel agency in 1962 the 

body which was responsible for civil servants . Details with regard to 

implementation of human resource training and development were 

included in the proclamation ratified in 1962 to establish the agency 

(Negarit Gazeta, 1962:NO.B). 

Despite attempts were made to implement human resource training and 

development programmes in the Ethiopian civil service, the programmes 

were not based on assessment of training needs. More over, the federal 

management institute including regional civil service training institutions 

was constrained by finance, material and skilled man power(MCB,199B). 

Even recently, the research findings show that the greater percentage of 

human resource training and development in civil service is not yet 

relevant to government policies, programmes and projects. More over, the 

training and development in Ethiopian civil service still faced the 

problems related to absence of clear-cut training and development policy, 

haphazard and un systematic way of conducting training, absence of 

training and development sections in public organizations including 

guidelines for training needs analysis, weak collaboration between 

training institutions and the clients, misconception of training and 

development with education, lack of service orientation and motivation, 

and misplacement of priority areas of training and development 

(FCSA:2007:6). 

In general, the training and development in Ethiopian civil service is still 

constrained in different aspects. Specifically, problems related to 

relevance and priority of trainings, weak communication of institutions 

with clients and absence of training and development policy are apparent 
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and mechanisms should also be set so that efficient and effective training 

and development programmes can be implemented. 
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CHAPTER THREE 

3. Presentation and Analysis of Data 

This chapter deals with presentation and analysis of the data collected 

from respondents. The data obtained through questionnaire and 

document observation were analysed in line with basic question raised. 

3.1 Characterstics of Respondents 

A total of 98 questionnaires were distributed to experts and managers of 

the zone and woreda education offices that were included in the sample. 

Out of 29 questionnaires distributed to managers, all (100%) were 

returned. From 69 questionnaires that were distributed to experts, 60 

questionnaires were returned. In general, 89 (90.8%) questionnaires were 

filled in and returned. Based on the responses obtained, the analysis is 

made as follows. Tables with their own headings were also used so that 

related items can be treated under one category. 

As one can understand, characteristics of individuals have their own 

impact on the performance of any organizational activities. With this 

assumption, the researcher tried to analyse the respondents' sex, age, 

educational qualification, and area of specialization, work experience of 

current positions as well as the office in general. 
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Table I: Characterstics of Respondents 

No. Items Respondents 
Exlerts Managers Total 

No % No % No % 
1 Sex: 

Male 55 91.7 29 100 8 4 94 .3 
Female 5 8.3 - - 5 5.7 

Total 60 100 29 100 89 100 
2 Age(in years): - - - - - -

18-24 
25-34 8 13.3 5 17.2 13 14.7 
35-44 32 53.3 11 38 43 48.3 
45-54 20 33.4 13 44.8 33 37 
55-60 

Total 60 100 29 100 89 100 
3 Educational qualification 

ITI 11 18.3 1 3.4 12 13.5 
Diploma 45 75 15 51.7 60 67.4 
First degree 4 6.7 12 41.4 16 17.9 
2nd Degree 1 3.5 1 1.2 

Total 60 100 29 100 89 100 
4 Area of Specialization:- 8 13.3 5 13 13 14.6 

Management 
EdPM 4 6 .7 4 8 8 9 
Accounting 1 1.7 1 2 2 2.2 
Teachin,,- 47 78. 3 19 66 66 74.2 

Total 60 100 29 89 89 100 
5 Work experience on current 

position (in years ):-
1-5 51 85 25 86 .2 76 85 .4 
6-9 3 5 - - 3 3.4 

10 and a bove 6 10 4 13.8 10 11. 2 
Total 60 100 29 100 89 100 

6 Work experience in the office (in 
years): 

1-5 - - - - - -
6-9 3 5 5 17.2 8 9 

10 and a bove 57 95 24 82.8 81 91 
Total 60 100 29 100 89 100 

As can be seen in table I above, 55 (91.7%) of the experts and all of the 

managers (29) are males . Only 5 (8 .3%) of experts are females . No 

females at all in managerial position . This extremely low proportion of 

females might be the reflection of low enrolment rate of girls' education in 

the country for long period in the past though improvements are 

observed recently. 
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With regard to age distribution, 56 (63%) of the experts and managers 

are within the age category of 25-44 years, only 33 (37%) of the 

respondents are in between the age of 45-54 years. Therefore, the work 

force in these offices is in a position to perform the tasks in the office well 

with out any pressure related to age caused problems. The researcher 

believes that they can understand the importance of human resource 

training and development and react well regarding the practices in their 

offices. 

Diploma took the lion share of the educational qualification of 

respondents, i.e. 67.4%. Only 16 (17 .9%) are first degree holders and 1 

(1.2%) is graduated with MA. Among first degree holders, 12 (41.4%) IS 

the managers share . Only 4 (6.7%) of experts are first degree holders . 

In general, most of the employees in the offices are diploma holders while 

few employees are with first degree and TTl certificate. Only one 

employee IS second degree holder. Therefore, the educational 

Qualification of most of the respondents ensures that they can shoulder 

the responsibilities of their offices. 

With regard to area of specialization of the respondents, 66 (74.2%) are 

graduates of different teaching streams. Only 13 (14 .6%), 8(9%) and 2 

(2.2%) are graduates of management, educational planning and 

management, and accounting respectively. This shows that the origins of 

most employees are schools which enable them to handle schools well 

based on their experience. 

In relation to expenence, 76(85.4% of the respondents served in their 

current position for only 1-5 years. This shows that there is repetitive 

structural adjustment in the offices which might have impact on 

securing experienced individuals in some positions. However, 81 (91 %) 
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of the respondents served in the offices for 10 years a n d above which 

shows the experience of employees in the education sector. This helps 

the researcher to obtain dependable information. 

In general, the profile of the respondents' show that they can react well 

with full knowledge on the issues related to the problem under study. 

In general, the profile of the respondents' shows that they can react well 

with the issues related to the problem under study. 

3.2 Analysis of the practice of human resource training and 

Development 

As it is discussed well in preVIOUS chapters, human resource training 

and development as a process comprises of different components. It 

ranges from identifying training and development needs up to evaluation 

of trainings offered. Therefore, it is logical to raise questions that help to 

analyse the overall practice of human resource training and development 

in education offices under study. Based on this assumption, issues 

related to training and development needs assessment, objectives and 

methods of training and development, evaluation of training and 

development programmes, selection criteria of trainees and trainings 

offered were raised and analysed as follows based on the response of 

respondents and documents observed. 

3.2.1 General Points on Human Resource Training and 

development 

To implement human resource training and development programmes, 

there should be responsible body that take part in such endeavour. 

There should also be training and development policy that helps as a 

guideline to successfully implement training and development 

programmes, therefore, to know about such issues questions were raised 

to respondents of sample education offices and the responses were 

analysed as follows. 
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Table II: Availability of Designated Unit and Policy for Human 
R T dD I t esource ralnlng an eve opmen 

NQ Items Respondents 
Ex erts Managers Total 

No % No % No % I Availability of training and development 
sections in the offices? 
a. Yes 57 95 29 100 86 96.6 b.No 3 5 - - 3 3.4 

Total 60 100 29 100 89 100 2 If 'yes', the responsibility of the section? 
a . Identifying training and development 9 15.8 2 6.9 11 12.8 needs 
b. Designing training and development 2 3.5 1 3.4 3 3.5 programs 
c. Facilitating implementation of 12 21 5 17.2 17 19.7 training and development needs 
d. Evaluating training and development - - 1 3.5 I 1.2 programs 

e. a and c 34 59.7 20 69 54 62.8 
Total 57 100 29 100 86 100 3 The presence of training and 

development policy in the offices? 
a. Yes - - - - - -b. No 60 100 29 100 89 100 

Total 60 100 29 100 86 100 4 If 'no', what is the reason? 
a . Lack of awareness about its 

importance 55 92 29 100 84 94 
b. Absence of qualified personnel to 5 8 - - 5 6 prepare the policy? 
c. Problem related to budget 

Total 60 100 29 100 89 100 

With regard to question that was raised to know the presence of training 
development section in the offices, 86(96.6%) of the total respondents 
with no as such major difference between experts and managers 
confirmed that there is training and development section in the offices. 
This shows that there is responsible body in education offices to 
implement training and development programmes. In relation to this, as 
it is indicated in table II, question item 2, out of 86 respondents 
confirmed the presence of training and development section, 54 (62.8%) 
replied that the responsibility of the section is mainly focus on both 
identifying training and development needs as well as facilitating 
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implementation of training and development programmes. However, 

insignificant proportions of both types of respondents replied that 

designing and evaluating of training and development programmes are 

among the responsibilities of the section. There fore, the response of the 

majority of the total respondents indicates training and development 

sections in the offices mainly focus on identifying training and 

development needs as well as facilitating implementation of training and 

development programmes with no attention given to designing and 

evaluating of training and development programmes. This contradicts 

with the idea of Dessler (1991 :255) which says training and development 

as a process should include identification of needs, setting objectives, as 

well as designing, implementing and evaluating of training and 

development programmes. 

Question was also raised to know whether or not training policy is there 

in the offices. The response given by both types of respondents indicated 

that there is no training policy. All of the respondents attributed the 

reason to lack of awareness about its importance. Moreover, some 

respondents expect training policy document to be prepared at regional 

or federal level. Some respondents also misunderstood selection criteria 

of trainees with training policy. In general, since such policy is a 

cornerstone to implement successful training and development 

programmes, its importance is not debateable. However, there is no any 

guideline of trainings in the offices. So, the response shows that 

programmes in these offices were implemented with out guidelines. 
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3.2.2 Training and Development Need Assessment 

The importance of training and development need assessment is 

described in the literature review part of this paper. According to the idea 

of different authorities, training and development need assessment is the 

first phase in the implementa tion of training and development 

programmes. Therefore, to know how far training and development need 

assessment is exercised in the education offices under study, questions 

related to such issues were raised. The responses were analysed as 

follows based on the data presented in tables III and IV below. The 

responses in table III were analysed using percentage while the response 

in table IV were analysed by calculating the mean since response given 

in rating scales are more appropriate to such analysis. The rating scales 

strongly agree ;5, agree ;4, fairly agree ;3, disagree; 2 and strongly 

disagree ; 1 were options given to respondents. Accordingly, the 

following interpretations were given to calculated means. 4.5-5.0 strongly 

agree, 3 .5 -4.49 ; agree, 2.50-3.49 ; fairly agree, 1.50-2.49; disagree 

1.00 -1.49 ; strongly disagree. The weight given as well as the 

interpretations will also be applied for tables VII, IX, and X. 
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Table III: Issues Related to Training and Development Need 
Assessment 

NQ Items Respondents 
Ex erts Managers Total 

No % No % No % 
1 Whether there is the practice of training 

and development needs assessment in 
the offices? 
a . Yes 49 81.7 29 lOa 78 87.6 
b . No II 18. 3 - - 1 1 12.4 

Total 60 100 29 100 89 100 
2 The approaches the offices use to assess 

tra ining and development needs? 
a. Organizational analysis 

38 77.5 25 86.2 63 80.8 
b . Individua l analysis 4 8.2 1 3 .4 5 6.4 
c. Task analysis 7 14.3 3 10.4 10 12.8 

Total 49 100 29 100 78 100 

3 The reason for absence of training and 
development need assessment 

a. Absence of qualified man power 
b. Financia l constraints 

c . Reluctant behaviour of managers II lao - - 11 lOa 
Total 11 100 - - 11 lOa 

4 The techniques used to gather data for 
analysis of training and development 
needs? 

a. Analysis of records and reports 41 83.7 26 89.7 67 85.9 

b. Conducting surveys 2 4 .1 - - 2 2.5 

c . Performance evaluation 6 12.2 3 10.3 9 11.6 
d . Discussion with employees - - - - - -

Total 49 100 29 100 78 100 
5 The criteria to prioritize the needs? 

a . Availability of budget 10 20.4 6 20.7 16 2 0 .5 
b . Importance and urgency of the need 5 10.2 4 13.7 9 11.5 

c. trainees capability and motivation - - - - - -

d. Availa bility of training institutions - - - - - -

e . All identified needs are equally treated - - - - - -

f. a and b 34 69.4 19 65.6 53 68 

Total 49 100 29 100 78 100 

As indicated above in Table III, question was raised to know the presence 

of training and development need assessment in the offices. Accordingly, 

49 (81. 7%) of the experts and all of the managers (100%) replied that 

there is the practice of training and development need assessment in 
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their offices . Only 11 (12.4%) of the overa ll respondents disagreed on this 

point and all of them attributed the reason to reluctant behaviour of 

managers. Therefore, the documents the researcher observed and the 

responses of the m ajority of the respondents reveal that there is the 

practice of training and development need assessment in the offices. 

Further question was also raised to know the approaches the offices use 

to assess training and development needs. As indicated in the table III, 

question item 2, out of 49 experts confirmed the practice of training and 

development need assessment, 38 (77.5%) replied that organizational 

analysis is mainly used as an approach to assess training and 

development needs. Similarly 25 (86.2%) of the managers took the same 

position. In general, out of 78 of both of the respondents 63 (80.8%) 

replied that organizational analysis is the dominant approach the offices 

use to assess training and development needs . However in significant 

proportion of the respondents replied that individual and task analysis 

are also used as approaches to assess training and development needs. 

Therefore, the responses of the majority of the total respondents show 

that the offices mainly use the approach of analyzing the organization as 

a whole by over looking the benefit of individual and task analysis. 

However, to come up with full-fledged training needs, the organization as 

a whole, the task performed, and the skills required of individual 

employees should be analysed ( Robinson in Abduselam,2006:25). 

Regarding the questions raised to know the techniques used to gather 

data for analysis of training and development needs, 41 (83.7%) of 

experts and 26 (89.7%) of managers replied that records and reports are 

used to gather data for training and development needs assessment. 

Only 2 .5% and 11.6% of the total respondents replied that surveys and 

performance evaluation respectively are used as techniques to gather 

data for needs assessment. Based on the responses of the majority of 
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respondents, it is simple to say that the offices mainly depend on 

analysis of records and reports to gather data for training and 

development need assessment with less attention given to other 

techniques such as conducting surveys, performance evaluation and 

discussion with employees. 

As indicated in table III , item 5, question was raised to differentiate the 

criteria used to prioritize training and development needs. Accordingly, 

53(68%) of the total respondents responded that availability of budget 

and importance as well as urgency of the need are considered to 

prioritize the needs. However, 16 (20.5%) and 9 (11.5%) of the total 

respondents believed that availability of budget as well as importance 

and urgency of the need respectively are used to prioritize the needs. 

Therefore, the responses of the majority of experts and managers indicate 

that availability of budget as well as importance and urgency of the 

needs are the main focus of the offices to prioritize training and 

development needs. 

Table IV: Responsible Body and Aspects Considered for Training 
an dD 1 tN< dA t eve opmen ee ssessmen 

Resoondents 
N Items Experts Managers 
0 Rating scale Rating Scale 

5 4 3 2 I 5 4 3 2 I Over 
X X .UX 

1 All members of the 3 3 4 36 14 2.08 3 23 3 . 4.0 2.7 

offices 
2 Immediate 5 44 2 3 6 3 .65 . 3 17 6 3 2.68 3 .33 

supervisors 
3 As and when a gap 5 33 16 4 2 3 .58 27 2 . 4.93 4.01 

exists between 
actual and expected 
performance 

4 Based on the 9 39 3 6 3 3.75 24 5 . . 4.82 4 .09 

objectives to be 
achieved in the 
office . . 

Strongly agree =5, Agree =4, Fairly agree =3, Disagree = 2 and Strongly 
disagree = 1 
X= Mean 
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Respondents were asked to give their opinion whether or not all members 

of their offices h ave the opportunity to identify their own training and 

development needs. Based on the options set to ra te question item 1 in 

Table IV, the mean value 2 .08 reveals that the experts disagreed on the 

point that member of their offices were given the opportunity to identify 

their own training a nd development needs. Paradoxically, the mean value 

4.0 indicates that most of the managers agreed on this point. Though the 

overa ll mean 2.7 shows the fair agreement of the total respondents , the 

difference between the two types of respondents forced the researcher to 

make further investigation. Therefore, in attempt to observe records of 

different section related to training and development need assessment, 

no any evidence was found that assured the opportunity employees have 

to identify their own training and development needs. Thus, based on the 

responses of most of the experts and absence of objective evidence that 

substantiates the responses of the managers, it can be said that 

employees were not given as such full responsibility to identify their own 

training and development needs. 

For the question raised to check whether or not immediate supervisors 

are responsible to identify training and development needs, the mean 

value 3.65 illustrates that experts agreed on the this point. Similarly, 

with no as such big difference, the mean value 2.68 indicates that 

managers also fairly agreed on the power immediate supervisors have to 

identify training and development needs. In general with some 

reservation on part of the managers, the over all mean 3.33 ensures that 

there is a common understanding between the managers and experts on 

dominant power immediate supervisors have in identifying training and 

development needs of employees. Therefore, the responses show that 

immediate supervisors are in a position to decide on training and 

development needs of employees. 
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Respondents were also a sked to rate if training and development n eeds 

were identified when there is a gap between the requirements of a given 

job and actual performance. As indicated III table IV, 

item 3, the mean value 3.58 depicts that experts agreed with this way of 

training and development needs identification. Similarly, managers also 

strongly agreed on this point which is explained by the mean value 4.93. 

In general, the overall mean 4.01 shows that most of the respondents 

agreed that training and development needs are identified when there is 

gap between requirements of a given job and actual performance. The 

response matches with the idea that training need is a gap between the 

requirements of a given job and actual performance of employees 

(Critten, 1993, 42) . 

With regard to the question raised to know whether or not objectives to 

be achieved in the offices were considered in the analysis of training and 

development needs, the mean value 3.75 shows that experts agreed on 

this point. With not as such major difference, the mean value 4.82 

indicates that managers also strongly agreed that analysis of training 

and development needs are based on the objectives to be achieved in the 

offices. Therefore, as can be seen from the responses of the respondents, 

the overall objectives of the offices are considered to analyse training and 

development needs of employees in respective offices. It is in line with the 

idea of Darling (1993: 118), which says objectives are basis for assessing 

training needs. 

3.2.3 Training and Development Objectives 

As it is mentioned by different authorities and included in the literature 

part of this paper, objectives of training and development programmes 

clearly specify what is expected of trainees after completing training and 

development programmes. Therefore, training and development 

objectives are immediate points to be considered after training and 
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development needs assessment. Based on this assumption, questions 

related to training and development objectives were raised to 

respondents. The responses of the respondents were analysed as follows 

based on the data included in the table V below. 

Ta bI e V: Views on T raining an dD I eve opment Ob' t' )Jec Ives 
NQ Items Respondents 

Ex erts Managers Total 
No % No % No % 

1 Whether training and development 
programmes have been designed since 
1997E.C? 

a. Yes 53 88.3 29 100 82 92.1 
b. No 7 11.7 - - 7 7.9 

Total 60 100 29 100 89 100 
2 If' yes', were objectives set for training 

and development programs? 

a . Yes 42 79.2 29 100 71 86.6 

b. No 11 20.8 - - 11 13.4 
Total 53 100 29 100 82 100 

3 If the objectives were set, what were the 
objectives? 
a. To introduce new working methods 

and technologies to employees. 4 9.5 2 6.9 6 8.5 

b. To enhance the competence of 2 4.8 1 3.4 3 4 .2 
experts. 

c. To improve the competence of 1 2.4 2 6.9 3 4.2 
management body. 

d. All of the above 35 83.3 24 82.8 59 83.1 

Total 42 100 29 100 71 100 

4 Were the objectives specific in terms 
of performance expected, 
measurable and expressed in simple 
language? 35 83.3 29 100 64 90.1 

a. Yes 
b.No 7 16.7 - - 7 9.9 

Total 42 100 29 100 71 100 

To raise questions related to training and development objectives, it is 

logical to pose question that enable to know whether or not the offices 

have designed training and development programmes at least for the last 

three years. As can be seen in Table V, item 1, 53(88.3%) of experts and 

29 (100%) of managers assured that their respective offices have 
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designed training and development programmes before. In significant 

proportion of the experts took the opposite position. Therefore, from the 

responses of the majority of both types of respondents one can say that 

the offices have designed training and development programmes for its 

employees. 

To start with, question was raised whether or not the offices set 

objectives before designing training and development programmes. Out of 

60 experts who replied that their offices have designed training and 

development programmes, 42 (79.2%) of them agreed that objectives are 

set before designing training and development programmes. Similarly, 29 

(100%) of managers took the same position. This shows that the majority 

of experts and managers have similar view that objectives are set before 

coming to design training and development programmes. Only 11 

(13.4%) of the total respondents responded negatively. Therefore, in the 

process of implementing training and development programmes, setting 

objectives are taken as pre conditions to design training and development 

programmes in the offices which fully match with what have been said by 

authorities in the literature review. 

Further question was also raised to know the types of objectives that 

have been set. Accordingly, out of 42 experts who agreed that objectives 

are set before designing training and development programmes, 

35(83.3%) replied that to introduce new working methods and 

technologies to employees, to enhance and improve the competence of 

experts and management body were the objectives of training and 

development programmes. Similarly, 24 (82.8%) of managers agreed with 

these responses. These figures reveal that the managers and experts 

have almost the same view. Therefore, the response of the majority of 

respondents indicate that the offices set objective that mainly focus on 

improving and enhancing the competence of managers and experts 
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including to introduce new working methods and technologies to 

employees. 

Finally, question related to measurability of objectives and language 

utilization was raised. Accordingly, 35(83.3%) of experts and 29(100%) 

managers replied that the objectives were specific in terms of 

performance expected, measurable and expressed in simple language. No 

big significant difference is observed between the experts and managers, 

that is 64 (90.1%) of total respondents agreed on this point. Therefore, 

from the responses obtained from the majority of experts and all 

managers, the training objectives set by the offices are specific, 

measurable and simple in language utilization which is in line with what 

have been suggested by authorities. 

3 .2.4 Implementation of Training and Development 

Programmes 

Training and development programmes are implemented after objectives 

are set and the programmes are designed. The implementation of 

training and development programmes comes after the programmes are 

designed. There should be responsible body to arrange such 

programmes. The types of training and development programmes should 

also be known based on the objectives set. To this end, questions related 

to these issues were raised and the response were analysed based on the 

data included in the following table. 
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Table VI: Views on Trainings Offered. 

NQ Items Respondents 
Ex erts Managers Total 

No % No % No % 
1 Whether the employees have got the 

opportunity of training and development 
since 1997 E.C? 

a. Yes 53 88.3 29 100 82 92.1 

b. No 7 11.7 - - 7 7.9 
Total 60 100 29 100 89 100 

2 If 'yes', the body responsible to arrange - - - - - -
the programme 
a. Your office 
b. Oromia Education Bureau 38 71.7 20 69 58 70.7 
c. Oromia Capacity Building Office 4 7.5 2 6.9 6 7.3 
d. Ministry of Education 1 1.9 2 6.9 3 3.7 
e. band d 10 18.9 5 17.2 15 18.3 

Total 53 100 29 100 82 100 
3 The types of training and development 

programmes? 
3 5.6 a . Short term trainings. 3 10.3 6 7.3 

b. Distance education 2 3.8 2 6.9 4 4 .9 
c. On-the::iob training 2 3.8 8 27.6 10 12.2 
d . Visit of educational institutions 2 3.8 - - 2 2.4 
e. a and b 44 83 16 55.2 60 73.2 

Total 53 100 29 100 82 100 

As can be seen in Table VI, item 1, respondents were asked whether or 

not they have got the opportunity of training and development since 

1997E.C. Accordingly, 53(88.3%) of experts and 29 (100%) of managers 

agreed as they have got the opportunity. No as such big difference is seen 

between the responses of experts and managers. Therefore, based on the 

responses of the majority of the respondents it can be said that the 

majority of experts and all managers have got the opportunity of training 

and development in their offices. 

To further understand about the trainings offered, the respondent were 

asked to identify the body responsible to arrange the training and 

development programmes they have participated. As indicated in Table 

VI, item 2, 38 (71.7%) of experts and 20 (69%) of managers replied that 

the training and development programmes were arranged by Orornia 
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Education Bureau. Very few responden ts cited Oromia Capacity Building 

Bureau and Ministry of Education as a responsible body to a rran ge 

training and development programmes. No respondent at all cite his / her 

office in arranging training and development programmes. This shows 

that the offices didn't arrange and implement training and development 

programmes by them selves. Rather, they made analysis of needs and 

facilitate for implementation of training and development programme 

designed by Oromia Education Bureau. In general, as observed from the 

response of the majority of experts and managers, the Oromia education 

bureau took the lion share in arranging different training and 

development programmes for education offices in the zone. 

Respondents were also asked the types of training and development 

programmes they have participated. The majority of the respondents, 

that is, 44 (83%) of experts and 16 (55.2%) of managers replied that 

short term trainings and distance education are the types of trainings 

and development they have participated. Few managers, that is, 8(27.6%) 

replied on-the-job training as one type of training and development 

programme. In general, from the majority of respondent's response short 

term trainings such as work shops, seminars and conference including 

distance education dominated other types of training and development 

programmes in the offices. 

3.2.5 Training and Development Methods 

As it is mentioned earlier in the literature part of this paper, methods are 

instruments to impart required knowledge and skills to trainees. 

Therefore, appropriate methods should be selected to be effective in 

implementation of training and development programmes. With this in 

mind, questions related to selection of methods were raised to 

respondents. The analysis is made as follows based on responses of 

respondents organized in the table below. 
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T bl VII T . i dD I t M th d a e . raIn ng an eve opmen e 0 s. . 
NQ Items Respondents 

Ex erts Mana era Total 
No % No % No % 

I Aspects considered for the selection of methods? 
a. The nature of the tasks and skills to be 

learned. 41 77.4 19 65 .5 60 73.2 

b . The number of trainees and the resources 8 15 5 17.3 13 15 .8 

available 
c. Cost effectiveness of the methods 1 1.9 3 10.3 4 4.9 

d. Perfonnances of trainees and trainers 3 5.7 2 6.9 5 6.1 

e. No points were considered - -
Total 53 100 2. 100 82 100 

2 Methods under on-the-job category applied to 
implement training programs in the offices? 
a . Mentaring - 13 44 .8 13 15.8 
b. Coaching 2 3.8 16 55.2 18 22 

c. Job rotation -
d . Computer based training - -
e. No on the iob training is applied 51 96.2 - 51 62 .2 

Total 53 100 2. 100 82 100 

3 Methods under off-the-job category applied to 
implement training and development programs in 
the offices? 

40 75.5 21 72 61 74.4 
a. Lecture 
b. Video conference - - - - -
c. Audiovisual techniques 8 15 2 7 10 12.2 

d. Programmed instruction 5 9.5 6 21 11 13.4 

Total 53 100 2. 100 82 100 

a. Less attention given to orienta tion 49 90.7 - 49 91 

b. Assuming the program is costly and time 
consuminJ;!.:. - - - - - -

Total 54 100 54 100 

Methods of training and development are not selected arbitrarily. Some 

points should be considered to select appropriate methods . Based on this 

assumption, respondents were asked to react on aspects their offices 

considered to select training and development programmes. As indicated 

in table VII, item 1, out of 53 experts who agreed on the implementation 

of training and development programmes in their office since 1997 E .C, 

41 (77.4%) of experts and 19 (65.5%) of managers replied that the offices 

emphasize on the nature of the tasks and skills to be learned to select 

training and development methods. Though 5 (17.3%) of managers 

replied that the number of trainees and the availability of resources are 

considered for selection of training and development methods, there is no 

as such big difference between the experts and managers regarding the 

points considered to select training and development methods. Therefore, 
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based on the respon ses of the majority of respondents, it can be said that 

the na ture of tasks and skills to be learned are the major points to be 

considered to select training and development methods. 

The respondents were also asked to reply about the method under on­

the-job category their offices applied to implement training and 

development programs. As clearly observed in Table VII, item 2, 51 

(96.2%) of experts took the position that there is no any on-the-job 

training in the offices. However, 13 (44.8%) and 16 (55.2%) of managers 

replied monitoring and coaching respectively are the methods under on­

the-job training category applied in the offices. There is difference 

between the two types of respondents. To check the reality, the 

researcher tried to observe documents that can justify the application of 

on-the -job training in the offices. However , there is no any document 

that can convince the researcher about the implementation of on-the-job 

trainings in the offices. Therefore, based on the response of the 

overwhelming majority of experts and documents analysed, it can be said 

that the offices did not apply any on-the-job training methods. 

As indicated in the table above, question was also raised to know the 

methods under-off-the-job training category the offices use to implement 

training and development programmes. The responses of this question 

reveals that 40 (75 .5%) of experts and 21 (72%) of managers with no as 

such major difference between them replied lecture is the dominant 

methods used in the offices in implementing training and development 

programmes. Even though there are respondents who replied audiovisual 

techniques and programmed instruction are also applied, the majority of 

respondents emphasized lecture. Therefore, lecture is used dominantly in 

the offices to implement training and development programmes. 
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3.2.6 Evaluation of Training and Development Programmes 
Evaluation of training and development programmes helps not only to 

assess the quality of the trainings offered but also to gather information 
about changes that will be made in training plan to make it more 
effective. Therefore, evaluation has irreplaceable role to implement 
effective training and development programmes. Based on this 
assumption, questions related to evaluation of training and development 
programmes were raised to respondents and their responses were 
analysed as follows depending on the information presented in the table 
below. 

Table VIII: Ratings on Availability of Conditions for the Evaluation of Training and Development Programmes 
Respondents 

N Experts Managers 
0 Items Rating scale Rating Scale 

5 4 3 2 1 5 4 3 2 1 Over 
X X all X 

1 The availability of 8 41 4 2 5 3.75 3 21 5 - - 3.93 3.89 
adaptable records 
about the 
participants of 
any training and 
development 
programmes. 

2 An experience of 2 4 4 39 11 2.11 - 17 10 2 - 3.51 2.57 
evaluating 
training and 
development 
programmes in 
the offices. 

3 The availability of 2 2 2 36 18 1.9 - - 12 17 - 2.41 2.07 
standardized 
formats to 
evaluate the out 
come of training 
and development 
programmes. 

4 The 3 4 3 43 7 2.21 - - 6 20 3 2.1 2.17 
committement of 
trainees to give 
feed back about 
the outcome of 
training and 
development 
programs. 

Strongly agree =5, Agree =4, Fairly agree =3, Disagree = 2 and Strongly disagree = 1, X= Mean 
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The respondents were asked to react on the presence of adaptable 

records about the participants of training and development programmes 

implemented in their offices. Accordingly, as indicated in table VIII, item 

1, the m ean value 3.75 reveals that experts agreed on the presence of 

adaptable records in the offices. With no as such debatable difference, 

the managers also agreed on the point with the mean value of 3.93. In 

general, the overall mean value of the total respondents 3.89 and the 

documents observed by the researcher shows that there are adaptable 

records about the participants of training and development programmes 

implemented in the offices. 

Question was also raised to know whether or not evaluation of training 

and development programmes was there in the offices. As can be seen in 

Table VIII, item 2, experts disagreed with the mean value of 2.11 that 

evaluation of training and development programmes were not carried out 

in their offices. On the contrary, the mean value 3.51 reveals the 

agreement of managers on this point. From the observation made and 

personal experience of the researcher as head of one education office in 

the zone, the response of the managers seems just to cover the reality. 

Therefore, based on the responses of the majority of the experts and 

documents observed it can be said that there is no experience of 

evaluating training and development programmes in the offices. 

As indicated in Table VIII, item 3, one of the questions raised to 

respondents was the availability of standardized formats to evaluate the 

out come of training and development programmes. Both the experts and 

managers disagreed on this point with the mean value of l.9 and 2.41 

respectively. The response of managers contradicts with the response 

they gave to question item 2 which justify the suspicion of the 

researcher. In general, the majority of both of the respondents disagreed 

on the availability of standardized formats to evaluate training and 
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development programmes in the offices. Therefore, it can be said that no 

formats are there in the offices to evaluate training and development 

programmes. 

The commitment trainees has to give feed back about the out come of 

training and development programmes was one of the questions raised to 

respondents. As illustrated in question item 4, table VIII above, both 

experts and managers disagreed with the mean value 2.21 and 2.17 

respectively. Therefore, based on the responses of the respondents, one 

can say that trainees are not committed to give feed back about the 

outcome of training and development programmes. 

3.2.7 Selection Criteria of Trainees 

As one expects, to implement training and development programmes, 

there should be trainees that lack competence to perform their tasks or 

individuals that will be introduced to new working methods and 

technologies. In selecting individuals to train them, fair and well 

communicated criteria should be developed so that intended objectives of 

training and development programmes are achieved. In line of this, 

question related to selection criteria were raised to respondents as 

follows and the analysis was made based on the data presented in the 

table below. 
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Table IX: Selection Criteria of Trainees. 

Respondents 
N Experts Managers 
a Items Rating scale Rating Scale 

5 4 3 2 I 5 4 3 2 I Over 
X X all X 

1 The office has 
criteria to select 

2 35 12 6 5 3.38 7 19 3 4 .l3 3.62 

tra inees for 
training 

2 The selection 
criteria are fully 

6 44 3 4 3 3.76 4 23 2 . 4.06 3.85 

known by all 
employees 

3 Selection for 
training used as 2 32 9 14 3 . . . 20 9 2.74 
incen tive rather 3.26 1.68 

than to enhance 
competence. 

4 Selection for 
training based on 2 I 12 41 4 . 2 1.87 
personal relations. 2.26 27 1.06 

Strongly agree =5, Agree =4, FaIrly agree =3, DIsagree = 2 and Strongly 
disagree = 1 
X= Mean 

For the question raised to know the presence of selection criteria of 

trainees, the experts fairly agreed with the mean value 3.38 while the 

mean value of 4.13 shows the agreement of managers. Though the fair 

agreement of experts on this point shows as there is difference in degree 

of agreement with that of managers, the total picture of the respondents' 

response reveals that there were some sorts of selection criteria of 

trainees in the offices. 

As indicated in Table IX, item 2, question was raised whether or not 

selection criteria was fully known by all employees. Most of the total 

responden ts agreed with the overall mean value of 3 .85 that employees 

have enough awareness about selection criteria of trainees. Therefore, it 

can be said that the selection criteria of trainees are well known by all 

employees. 
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There is rumour that most of the time trainings are considered as 
incentives to employees rather than means to enhance competence. To 
check the reality, respondents were asked to give their opinion on this 
point. Accordingly, experts fairly agreed with mean value of 3.26 that 
trainings are considered as incentives while managers disagreed with 
mean value of 1.68. When the two responses are compared based on the 
generalization made that training and development programmes were not 
evaluated in the offices, the response of experts over weigh that of 
managers that training are considered as incentives. If training and 
development programmes were considered as meanses to enhance 
competence, they should have been evaluated. Therefore, based on 
response of experts and generalization made about evaluation of training 
and development programmes, one can say that trainings were 
considered as incentives to employees rather than instruments to 
enhance the performance of employees. 

Respondents were also asked to rate whether or not trainings were 
offered to those employees who have personal relationship with 
managers of the office. Accordingly while experts disagreed with mean 
value of 2.26, managers strongly disagreed with this point. In general, 
though the degree of disagreement varies between experts and managers, 
both respondents disagreed that personal relationships were 
preconditions to obtain training opportunities. Therefore, personal 
relationship with the managers has no any credit to be selected as 
trainees in the offices . 
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3.3 Capacity of Educational Managers to run Training and 

Development Programmes 

Managers h ave decisive role in day to day activities of any organiza tion. 

They should have the capacity to manage the overall activities of their 

office. Accordingly, managers have paramount importance in 

implementation of training and development programmes. They should 

have competence that ranges from assessment of training and 

development needs up to evaluation of training and development 

programmes. Therefore, to investigate such competence, questions were 

raised to respondents and their responses were analysed as follows 

based on the information presented in the Table below. 

bi Ta e X: Capac ltv of Educational Managers 
Items Res ondents 

~ Expert. Manal1:ers 
0 Ratln Bcale Ratln Scale 

5 4 3 2 1 5 4 3 2 1 Over 

X X all X 

1 Competence to assess 6 3 27 18 6 2 .75 5 21 3 4.06 3 .18 

training and 
development needs 

2 The ca.pacity to plan 3 24 18 7 8 3. 11 3 18 8 - - 3.82 3.34 

training and 
development 
programmes. 

3 Commitment to 1 12 19 20 8 2.63 5 24 - - 4.17 3.13 

allocate necessary 
resources for trainin g 
and development 
programs. 

4 The capacity to 7 6 12 26 9 2.6 2 27 - - 4.06 3.07 

facilitate 
implementation of 
training and 
development programs. 

5 The capacity to monitor 2 3 5 4 1 9 2 .13 3 20 6 - 3.39 2.70 

and evaluate training 
and development 
programmes. 

Strongly agree =5, Agree =4, Fairly agree =3, Disagree = 2 and Strongly 
disagree = 1 
X = Mean 
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For the question ra ised to know whether or n ot managers have 

competence to assess training and development needs, the mean value 

2.75 shows experts fairly agreed on this point. With not as such major 

difference, managers agreed with the mean value 4.06 on the competence 

managers have to assess training and development programmes. In 

general, though experts hesitated to some degree, the majority of the 

total respondents agreed that managers have the competence to assess 

training and development needs. Therefore, it can be said that managers 

in the offices have the competence to assess training and development 

needs. 

Respondents were also asked to rate the capacity of managers to plan 

training and development programmes. As indicated in Table X, item 2 

above, experts fairly agreed with the mean value of 3.11 while managers 

agreed with the mean value of 3.82. Though, the difference in degree of 

agreement is seen between the experts and managers, the capacity of 

managers to plan training and development programmes was not 

questioned. 

For effective implementation of training and development programmes, 

necessary resources should be allocated. Among others, managers' 

commitment IS decisive to allocate resources for training and 

development programmes. Based on this assumption, respondents were 

asked to rate managers' commitment in allocating necessary resources. 

As can be seen in item 3 of Table X, experts fairly agreed with mean 

value 2.46 while managers agreed with mean value of 4.17 that 

managers have commitment to allocate resources. Despite the fact that 

there is difference in degree of agreement between experts and managers 

that fair agreement of experts and the agreement of managers implies the 

commitment on the part of managers to allocate resources for training 

and development programmes if not as expected. 
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For the question ra ised to know whether or not managers have the 

capacity to facilitate implementation of training and development 

programmes as indicated in table X, item 4, while experts fairly agreed 

on this point with mean value 2.6, the managers agreed fully with mean 

value of 4.06 . Here, again, some reservation on the part of experts is 

observed. However, no as such full contradictory reactions are there. 

Therefore, from response of both respondents, it can be said that, if not 

as expected, managers have the capacity to facilitate implementation of 

training and development programmes. 

Finally, question related to managers capacity to monitor and evaluate 

training and development programmes were raised to respondents. 

Accordingly, the response shows the disagreement of experts with mean 

value of 2.13 and agreement of managers with mean value of 3.89. 

However, when responses of both respondents are compared with the 

generalization made on over all practice in evaluation of training and 

development programmes earlier, the response of experts overweigh the 

response of managers, Therefore, no objective evidence is there to say 

managers have the capacity to monitor and evaluate training and 

development programmes since no such practice was there in the offices. 

3.4 Benefits of Training and Development Programmes 

Training and development programmes are not designed and 

implemented for their own sake. Organizations should be benefited from 

training and development programmes implemented based on need 

analysis. With this assumption, respondents were asked to react on the 

benefits their offices obtained from training and development 

programmes implemented and the overall perception they have about 

implementations of training and development programmes in their 
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offices. The responses of the respondents were analysed as follows based 

on the data organized in the tables XI and XII below. 

Table XI: Views on Benefits of TraininJ( and Development 
Respondents 

N Items Ex~erts Managers Total 
0 No % No % No % 
1 Improvement in job performance of 2 3.8 - - 2 2.4 

emolovees and managers. 
2 Easy adaptability to new working 3 5.7 - - 3 3.7 

methods and technologies. 
3 Job satisfaction and motivation of 2 3.8 - - 2 2.4 

emnlovees and managers. 
4 Reduction in absenteeism and turn 1 1.9 4 13.8 5 6.1 

over of emolovees 
5 No benefits were observed 5 9.4 - - 5 6.1 
6 Improvements in employees and 40 75.4 25 86.2 65 79.3 

managers job performance, job 
satisfaction and motivation as well as 
easy adaptability to new working 
methods and technologies. 

Total 53 100 29 100 82 100 

As indicated in table XI, respondents were asked to say what they feel 

about the benefits observed after implementation of training and 

development programmes in their offices. Out of 53 experts and 29 

managers agreed on implementation of training and development 

programmes in their offices, 40 (75.4%) experts and 25 (86 .2%) 

managers respectively replied as there are improvements in job 

performance as well as job satisfaction and motivation of employees 

and managers, and also easy adaptability of new working methods 

and technologies. The rest of employees had no objection with the 

benefits observed except they put them independently. Therefore, 

with no big difference between experts and managers most of the total 

respondents agreed that their offices were benefited as a result of 

training and development programmes implemented in terms of 

improvements in job performance and job satisfaction as well as 

motivation of employees and managers including easy adaptability to 

new working methods and technologies. 
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Table XII: Suggestion About Implementation of Training and 
Development Programs 

Respondents 
Question Item EXJ erts Managers Total 

No % No % No % 
The programs were well designed and 
successful 36 68 29 100 65 79.3 

The programmes were not based on 11 20.7 - - 11 13.4 

need analysis 
There were problems related to 6 11.3 - - 6 7. 3 

selection of trainers and trainees. 
The overall design and implementation - - - - - -
of thel'rogrammes were ~JOor. 

Total 53 100 29 100 82 100 

Question was also raised to respondents to give general suggestion about 

the efforts their office made to implement training and development 

programmes. As can be seen in the table XII, item 1, 36 (68%) of experts 

and 29 (100%) of the managers respectively gave their suggestion as the 

programmes were well designed and successful. Here, though the 

majority of experts agreed with the suggestion of the managers, relatively 

considerable proportion of experts 17 (32%) expressed their 

dissatisfaction by replying as there are problems related to need analysis 

and selection of trainers and trainees. Though there might be unjustified 

problems related to selection of trainers and trainees as well as needs 

analysis, the majority of experts and all managers agreed as the 

programmes were well designed and successful. 

3.5 Problems in Implementing Training and Development 

Programmes 

Training and development programmes are not activities that can be 

carried out with no challenges. Problems related to budget, attitudes of 

managers a nd absence of training resources may be challenges to 

effective implementation of training and development programmes. 

Questions related to such issues were raised to respondents whethe r or 
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n ot their offices encountered problems in implementing training and 
development programmes. The responses of respondents were analysed 
as follows. 

Table XIII: Problems in Implementing Training and 
Development Programmes. 

NQ Items Respondents 
Experts Managers 

No % No % 
1 Whether the offices encountered 

problems in implementing in 
implementing training and 51 96.2 24 82.8 development programs 

a . Yes 

b.No 2 3.8 5 17.2 
Total 53 100 29 100 

2 If 'yes'. what were the problems? 
a. Budget constraints 2 3 .9 3 12.5 
b . Attitudes of managers 2 3 .9 - -
c . Absence of training resources 2 3 .9 2 8 .3 
d . a and c 45 88.3 19 79 .2 

Total 51 100 24 100 

Total 
No % 

75 91.4 

7 8 .6 
82 100 

5 6 .7 

2 2 .7 
4 5.3 
64 85.3 
75 100 

As expected, 75 (91.4%) of the total respondents replied that there were 
problems to implement training and development programmes in their 
offices. Most of the respondents, that is, 51(96.2%) of experts and 24 
(82.8%) of managers responded affirmatively as there were problems to 
implement training and development programmes. Budget constraints 
and absence of training resources were among the problems stated by 45 
(88 .3%) of experts and 19 (79.2%) of managers. Moreover, some 
respondents stated problems related to incompetent trainers and unfair 
proportion between the time given for training programmes and the 
contents of trainings. 

For question raised to know measures taken to solve the problems, 
efficient utilization of the existing budget was mentioned as a measure 
taken to solve the problems related to budget as well as to fill training 
resources. 
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In general, from information obtained from the majority of respondents, 
there were problems related to budget and training resources to 
implement training and development programmes in the offices . The 
measure taken to tackle the problems was also encouraging. 
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CHAPTER FOUR 

4. Summary, Conclusion and Recommendation 

4.1 Summary 

The major purpose of this study is to investigate the practices of human 

resource training and development in North Shoa Zone (Oromia) 

education offices and also to find out problems the offices encountered in 

implementing training and development programmes for the last three 

years (1997-1999E.C). 

In order to achieve this purpose, the following basic questions were 

raised. 

1. What IS the current practice of human resource training and 

development in North Shoa Zone Education offices? 

2. To what extent educational managers at Zone and Woreda 

Education Offices have the capacity to run human resource 

training and development programmes? 

3. Have various training and development programmes offered in 

education offices contributed for achievement of educational goals? 

4. How do the targeted beneficiaries perceive the training and 

development efforts in education offices? 

5. What are the major problems North Shoa Zone Education offices 

encountered in implementing effective and efficient human 

resource training and development programmes? 
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Based on the bas ic questions ra ised and data analysed, the following 

findings were identified. 

4.1.1 General Points About Human Resources Training 

and Development 

As stated by authorities, for effective implementation of training and 

development programmes organizations should have sections responsible 

to carry out such activities. Accordingly, almost all respondents 86 

(96.6%) confirmed that Zone and Woreda education offices have sections 

that are responsible to carry out human resource training and 

development activities . 

Training and development sections in any organization are there to 

perform different tasks. Their responsibility ranges from identifying 

training and development needs up to evaluation of training and 

development programmes. However, out of 86 respondents who 

confirmed the presence of training and development sections, the 

response of 54(62.8%) respondents reveals that training and 

development sections in sample education offices mainly focus only on 

identifying training needs and facilitating implementation of training and 

development programmes. 

4.1.2 Training and Development Need Assessment 

Training and development need assessment basically helps to identify 

the actual gap of skills to be filled through trainings. Organizations 

should identify training and development needs so as to be successful in 

implementation of training and development programmes. Accordingly, 

the response of the overwhelming majority (81.7%) of experts and all of 

the managers including documents analysed reveals that there is the 
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practice of training and development need assessment In the offices 
before designing training and development programmes. 

Different approaches are used to assess training and development needs. 
Each of the approaches can be used a t the same time to come up with 
appropriate and comprehensive tra ining and development needs though 
these approaches can also be used independently. However, the majority 
of the experts and all of the managers asserted that the offices mainly 
use organizational analysis to identify training and development needs of 
the offices. 

Experts disagreed with the mean value 2.08 that members of their offices 
were given the opportunity to identify their own training and 
development needs. On the contrary, the managers agreed with the mean 
value of 4.0 on the opportunity the employee has to identify their own 
training and development needs. There is significant difference between 
the experts and managers. However, from the documents analysed the 
response of experts seems dependable. Therefore, m embers of the offices 
were n ot given the opportunity to identify their own training and 
development need. 

Experts agreed with mean value of 3.65 that immediate supervisors are 
responsible to identify training and development needs of all members in 
the offices. Similarly, the managers with mean value 3.33 fairly agreed 
with this point. Therefore, it can be said that immediate supervisors are 
responsible to identify training and development needs of all employees 
in the offices. 
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4.1.3 Training and Development Objectives 

All of the managers and 88% of experts asserted that their offices have 

designed training and development programmes for the last three years 

(1997-1999E.C). Moreover, the response of most of the total respondents 

indicated that objectives a re set before designing training and 

development programmes. 

The majority of the total respondents indicated that the objectives of 

training and development programmes were mainly focused on improving 

and enhancing the competence of managers and experts plus 

introducing employees with new working methods and technologies. The 

respondents also agreed that the objectives were specific, measurable 

and expressed in simple language. 

4.1.4 Implementation of Training and Development 

Programmes 

All of the managers and 88.3% of experts replied that they have got the 

opportunity of training and development. Moreover, the majority of the 

total respondents agreed that the training and development programmes 

were mainly arranged by Oromia Education Bureau. 

According to the response of the majority of experts and managers, short 

term trainings such as workshops, seminars and conferences including 

distance education were the dominant types of training and development 

programmes they have been participated. 

4.1.5 Training and Development Methods 

Out of 53 experts who agreed on the implementation of training and 

development programmes in their offices, 96.2% of the experts believed 

that there is no any on-the-job training in their offices. On the other 

hand, the managers replied that mentoring and coaching are among on-
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the-job trainings applied in the offices. However, on a ttempt ma d e to 

analyse document, no eviden ces are there that indicate the applica tion of 

on-the-job trainings. Therefore, based on the response of most of experts 

and absence of document that justify the response of managers, it can be 

said that there were no any on-the-job trainings in the offices. Moreover, 

the majority of the total respondents with not as such significant 

difference between two types of respondents replied that lecture was 

dominantly used in the offices as one of off-the-job training methods. 

4.1.6 Evaluation 

Programmes 

of Training and Development 

Evaluation of training and development programmes were not there in 

the offices. Though there is significant difference between the experts and 

managers responses, the affirmative reaction of managers with mean 

value of 3.51 as evaluation programmes are there in the offices could not 

be justified by relevant documents. Moreover, the agreement of both 

respondents on the absence of standardized format to evaluate training 

and development programmes substantiate the reaction of experts. On 

top of this, the majority of both respondents believed that trainees are 

not committed to give feed back about the out come of training and 

development programmes. 

4.1.7 Selection Criteria of Trainees 

The majority of both respondents with overall mean value of 3.62 agreed 

on the presence of selection criteria of trainees in the offices . Besides, 

they believed the criteria are fully known by all employees. 

To the majority of experts, their offices considered training opportunities 

as incentives to employees which is expressed with mean value of 3.26. 

On the other hand, all of the managers took the opposite position. 
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However, generalization made abou t the absence of evalua tion of training 

and development programmes seems to support the experts' position. 

Therefore, with the absence of evaluation of training and development 

programmes one can not say trainings are considered as means's to 

enhance competence. Moreover, the majority of experts and all of the 

managers disagreed on the point that personal attachment of employees 

with managers is important to obtain training opportunities. 

4.1.8 Capacity of Educational Managers 

The experts and managers fairly agreed with overall mean value of 3.18 

about the competence of the managers have to assess training and 

development needs. Similarly, the capacity of managers to plan training 

and development programmes is not questioned by the majority of both 

respondents. 

Though difference in degree of agreement is there about the commitment 

managers have to allocate resources for training and development 

programmes, their difference is not as such significant. Therefore, it can 

be said that managers are in a position to allocate resources for training 

and development programmes if not as expected. The overall mean value 

3.13 shows the fair agreement of the respondents. 

Experts fairly agreed with mean value 2.6 on the capacity managers 

have to facilitate implementation of training and development 

programmes. With some variation in degree of agreement, managers 

agreed with mean value 4.06 on this point. Moreover, managers' capacity 

to monitor and evaluate training and development programmes was 

degraded by the majority of experts while most of the managers 

appreciated the managers' capacity. However, from generalization made 

on the overall evaluation of training and development programmes, the 

experts' position is dependable. Therefore, the managers' capacity to 
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m onitor a n d evaluate training and development programmes was not as 
such en couraging. 

4.1.9 Benefits of Training and Development Programmes 
It was found out that 75.4% of experts and 86.2% of the managers 
believed that training and development programmes implemented in the 
offices brought improvements in job performance as well as job 
satisfaction and motivation of employees a nd managers including skills 
to easily adapt new working methods and technologies . 

It was also found out that the majority (68%) of experts and all of the 
managers believed that training and development programmes 
implemented were well designed and successful. 

4.1.10 Problems in Implementing Training and 
Development Programmes 

It was found out that most of both respondents agreed on the presence of 
problems to implement training and development programmes. Budget 
constraints and absence of training resources were the problems cited by 
the respondents. All of respondents replied efficient utilization of existing 
resources as measures taken to solve the problems. 

4.2 Conclusion 

Based on the findings identified, the following conclusions were drawn. 
1. Most of the respondents agreed on the presence of training and 

development need assessment In their offices. However, the 
approach used to assess the needs was only adhered to 
organizational analysis. Moreover, training and development 
programmes were mainly arranged by Oromia Education Bureau. 
Therefore, with such limitations, it can not be concluded that 
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appropriate and comprehensive training and development needs 

were identified and the education offices were in a position to 

design appropriate training and development programmes by 

themselves except facilitating for their implementation. 

2 . There was no Practice of evaluation of training and development 

programmes in the offices . This means no mechanisms were there 

to know the out come of training and development programmes 

implemented. Therefore, the training and development 

programmes implemented in the offices seem to be offered for their 

own sake. 

3. The majority of respondents believed that managers were capable 

in identifying training and development needs, planning training 

and development programmes and facilitating implementation of 

training and development programmes. Moreover, they believed 

that the managers were committed to allocate resources for 

training and development programmes. However, managers' 

capacity to monitor and evaluate training and development 

programmes was questioned. Therefore, with the absence of the 

capacity to monitor and evaluate training and development 

programmes which enable to know the outcomes of trainings 

offered, it can not be said that the managers capacity to run the 

training and development programmes in the offices were 

dependable. 

4. The response of the majority of the respondents indicated that 

improvements have been observed on job performance, job 

satisfaction and motivation of employees and managers as a result 

of training and development programmes implemented . Moreover, 

the respondents believed that skills to easily adapt new working 
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m ethod s and technologies were a lso gained ; in general, training 
and development programmes implemented were well designed and 
successful. However, with the absence of evaluation of training and 
development programmes and less commitment of trainees to give 
feed back about the out coine of trainings offered, the benefits cited 
by respondents seem superficia l. Therefore, with no mechanisms 
to evaluate the outcome of training and development programmes, 
it can not be concluded that the offices were benefited from 
training and development programmes implemented. 

5. The training and development programmes were constrained by 
lack of budget and absence of training resources . However, the 
offices tried to tackle the problems through efficient utilization of 
existing resources. Therefore, the attempt made to solve the 
problems was encouraging and promising though full efforts were 
not exerted to come up with dependable problem solving 
mechanisms. 

4.3 Recommendations 
Based on the findings identified and conclusions drawn in the study, 
the following recommendations were forwarded. 
1. It is clear that human resource training and development sections 

in any organization have responsibilities to carry out several 
activities related to training and development programmes. 
Identifying training and development needs, designing, 
implementing and evaluating training and development 
programmes are among the responsibilities of the sections. 
However, as obtained from the findings of the study, the training 
and development sections in the education offices of the zone 
limited to training and development need assessment and 
facilitating implementation of training and development 
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programmes. Therefore, it is highly recommended that the 

management of the zone and woreda education offices should 

equip training and development sections with necessary materials 

such as tape recorders, camera, video camera, laptop, LCD; and 

other relevant training materials including qualified man power so 

that all activities related to human resource training and 

development can be carried out fully by the sections. 

2. Effective and efficient implementations of training and development 

programmes require clearly identified training and development 

needs. Analysis of training and development needs is not a simple 

task. Different approaches of need analysis as well as data 

gathering techniques should be applied to come up with 

appropriate training and development needs. In practice, however, 

the education offices in the zone did not apply different approaches 

of need analysis as well as data gathering techniques. Therefore, it 

is recommended that the management should analyse the goals, 

objectives, the structure and other issues of their offices as whole 

as well as the tasks performed including skills required of 

employees in their offices so that appropriate training and 

development needs will be identified. More over, the office should 

arrange training programmes related to techniques of training need 

analysis so that the responsible body will be equipped with the 

knowledge of analysing appropriate training needs. 

3. Selection of appropriate training and development methods is 

crucial phase in implementation of training and development 

programmes. Different methods under on-the-job and off-the-job 

training categories can be applied based on the nature of the tasks 

and skills to be learned and other considerations. However, the 

education offices in the zone stick themselves only to off-the-job 
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train ings. As a result, the offices seem to lose the benefits that can 
be obtained through on-the-job trainings. Therefore, it is highly 
recommended that the offices should aware all the employees in 
the offices about the importance and cost effective nature of on­
the-job training to apply it as alternative to off-the-job training 
methods so that a variety of benefit will be obtained from different 
training and development methods. 

4 . Evaluation is a corner stone for sustainability of training and 
development programmes. What ever seemingly attractive activities 
are carried out in the process of human resource training and 
development, they become futile exercise unless the programmes 
are evaluated. Accordingly, the capacity and commitment to 
monitor and evaluate training and development programmes can 
not be replaced by the capacity to identify training and 
development needs, and to plan, design and implement training 
and development programmes. However, the reality in north shoa 
zone ' education offices showed that evaluation of training and 
development programmes was ignored. Therefore, to have clear 
picture and objective evidence about the out comes of training and 
development programmes implemented, the zone and woreda 
education offices should design strategies of evaluation. The 
strategies can be preparing standardized formats of evaluation as 
well as enhancing the capacity and commitment of concerned 
individuals to evaluate training and development programmes. As 
a result, the contributions of training and development 
programmes will be seen clearly. 

5. By its nature, human resource training and development as a 
process requires relatively high investment. Resource limitations 
are usually expected and some times they are beyond the 
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organizations' capacity. Of course, the attempt the education 

offices made to solve the problems related to resource constraints 

was encouraging. However, only utilizing the existing resources 

can not make them to go far. Therefore, the education offices 

should device mechanisms to attract different governmental and 

non governmental organizations to involve in training and 

development programmes so that the programmes will be 

implemented fruitfully. Submission of convincing and attractive 

training and development programmes proposal to governmental 

and non governmental organizations can be among the 

mechanisms to be devised. 
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List of Sample Education Offices and Number of Experts and Managers in the Offices. 

No Name of Sample Education Offices NQ of Managers NQ of Experts Total 

Male Female Total Male Female Total Male Female Total 

I North Shoa Zone Education Office 3 . 3 6 - 6 9 . 9 

2 Debre Libanos Woreda Education Office 3 . 3 4 1 5 7 1 8 

3 Degem Woreda Education Office 3 - 3 5 1 6 8 1 9 

4 Fitche Town Education Office 2 - 2 3 - 3 5 - 5 

5 Girar Jarso Woreda Education Office 3 - 3 6 - 6 9 - 9 

6 Kuyu Woreda Education Office 3 - 3 10 - 10 13 - 13 

7 Sululta Woreda Education Office 3 - 3 5 1 6 8 I 9 

8 Wechale Woreda Education Office 3 - 3 12 I 13 15 I 16 

9 Were Jarso Woreda Education Office 3 - 3 7 - 7 10 - 10 

10 Yaya Gulalie Woreda Education Office 3 - 3 6 I 7 9 I 10 

Total 29 - 29 64 5 69 93 5 98 



lIDDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCATION 

DEPARTMENT OF EDUCATIONAL PLIINNING AND MANAGEMENT 

A STUDY ON PRACTICE AND PROBLEMS OF HUMAN RESOURCE TRAINING AND 

DEVELOPMENT IN NORTH SHOA ZONE EDUCATION OFFICES (OROMIA 

REGION) 

Questionnaire to be filled by Experts and Educational Managers 

The purpose of this questionnaire is to gather information about the practice and 

problems of human resource training and development in north shoa Zone education 

offices for the last 3 years (l997-l999E.C) 

The study is purely academic . There is no any other intention behind. The findings of the 

study and the recommendations forwarded, however, helpful to provide your office 

valuable information regarding human resource training and development programmes 

implemented. Therefore, you are kindly requested to give genuine response with great 

consideration. 

Note: - 1. No need of writing your names. 

2. Except for 'yes' and 'No' option questions as well as statements in the 

table, multiple responses are possible. 

3. For questions with alternatives, give your response by putting ,,(, 

sign in the box corresponding to each alternatives given and use 

the space provided for you additional responses. 

4. For the purpose of this study, 'Educational Manager' refers to team 

leaders, the heads and deputy heads in education offices and 

'Expert' refers to educational personnel who assume different posts 

in the office. 

Thank you in advance for your frank and timely response!! 



SECTION I: PERSONAL INFORMATION 

I. Name of your Woreda/Zone Education Office _ _________ _ 

2. Age ________ years 

3. Sex: Male c==:J Female c==:J 
4. Educational Qualifications: 

- MAiMSC c==:J TTl c:=:J 

-BAIBSC c==:J 

- Diploma c==:J 

12th Grade complete c==:J 

10th Grade complete c==:J 

Other (Specify) _______ _ 

6. Area of Specialization __________________ _ 

6. Current position 

Head of the office c==:J 

Deputy head of the office c:=:J 

Team Leader c==:J 

Expert c==:J 

7. Service year on current position __________ years 

8. Total service years ___________ years. 
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SECTION II: GENERAL POINTS ON TRAINING AND DEVELOPMENT 
I. Is there training and development section in your office? 

a/Yes C=:J b/ No C=:J 

2. If your answer for question No I is yes, what are the responsibilities of the section? 

a. Identifying training and development needs 

b. Designing training and development programmes 

c . Facilitating implementation of training and development programmes 

d . Evaluating training and development Programmes 

e. State if any other _________________ _ 

3. If your answer for question is NQ I is 'No' what is the reason? 

a . Absence of the section in the structure of the office 

b. Problem related to budget C=:J 

c. Absence of qualified manpower C=:J 

d . State if any other reasons 

4. Is there training and development policy in your office? 
a/Yes C=:J b/No c=J 

5. If your answer for question NQ 3 is 'No' what is the reason? 

a . Lack of awareness about its importance c=J 

b . Absence of qualified personnel to prepare the policy C=:J 

c. Problem related to budget c=J 

d. State if there are other reasons ___________ _ 

6. If your answer for question NQ. 4 is 'yes' what method your office use to reach the 

policy to all members of the office? 

a. Provision of handbook and brochures regarding the policy c=J 

b. Orientation programmes for newly employed personnel c=J 

c. Discussion with employees c=J 

d. Efforts has not been made to aware the employees about the policy c=J 

e. State if there is other methods _____________ _ 
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SECTION III: ANALYSIS OF TRAINING AND DEVELOPMENT NEEDS 

I. If there the practice of training and development needs assessment in your office? 

a/Yes c==:J b/No c==:J 

Note: If your answer to the above question is 'yes' give your answer to the following 

statements by putting '0/' sign under alternatives given corresponding to the 

statements. 

No. Question items Strongly Fairly Strongly 

agree Agree agree disagree disagree 

I All members of the office have the 

opportunity to identify their own 

training and development needs. 

Immediate supervisors are 

2. responsible to identify the training 

and development needs of all 

individuals in the office. 

3. Training and development needs 

are identified when there is a gap 

between the require ments of a 

given job and actual performance. 

4 Analysis of training and 

development needs are based on 

the objectives to be achieved in 

the office. 

5 . What are the approaches your office use to assess training and development 

needs? 

a/ Organizational Analysis c==:J 

c/ Individual analysis c==:J 
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b / Task analysis c==:J 



6. What are the techniques used to gather data for analysis of training and 

development needs? 

a. Analysis of records and reports c=J 

c. Performance evaluation c=J 

b. Conducting surveys c=J 

d. Discussion with employees c=J 

e. State if there are other techniques _____________ _ 

7. After identification of training and development needs, what are the criteria to 

prioritize the needs? 

a. Availability of budget c=J 

b. Importance and urgency of the need c=J 

c. Trainees capability and motivation c=J 

d . Availability of training institutions c=J 

e. All identified needs are equally treated c=J 

f. State if there are other criteria _ ________________ _ 

8. If there is no the practice of training and development needs assessment in your 

office, what is the reason? 

a. Absence of qualified manpower in the office to carry out needs assessment c=J 

b. Financial constraints c=J 

c. Reluctant behaviour of managers c=J 

d . State if there are other re asons _ _________________ _ 
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SECTION IV: TRAINING AND DEVELOPMENT OB}ECTIVIES 

1. Has your office designed training and development programmes for its employees 

since 1997E.C? 

a.Yes D b l No D 

2. If your answer for question NQ...1 is 'yes' was there an attempt to set objectives 

designing training and development programmes? 

a.Yes D blNo D 
3. If your answer for question NQ 2 is 'yes' what were the objectives? 

a. To introduce new working methods and technologies to employees. 

b. To enhance the competence of expert 

c. To improve the competence of the management body 

d . State if there were other _______________ _ 

4. If your answer for question NQ 2 is 'yes' were the objectives specific in terms of 

performance expected, measurable and expressed in simple language? 

a.Yes D b l No D 

SECTION V: REGARDING TRAININGS OFFERED 

1. Have you got the opportunity of training and development since 1997 E.C.? 

a.YesD b / NoD 

2. If your answer for question NQ 1 is 'yes' which was the body responsible to arrange 

the programme? 

a. Your respective office b. Oromia Education Bureau D 

c. North shoa Education office (Only for woreda office respondents) D 

d.Oromia capacity building office D 

e. Ministry of education D 

f. State of there were other _ _ ________ _ _ _ _ _____ _ 
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3. If Your answer for question No .1 is 'yes' , what were the types of training and 

development programmes? 

a . Workshops , seminars and Conferences D 
b . Visit of foreign education institutions D 
c . Visit within the country in other education institutions D 
d. Mentoring D e. Coaching D f. Distance Education D 
g. Formal education D h. Job rotation D 
i. Mention of any other ____________________ _ 

4. After completing formal education, have you got the opportunity to be placed in 

position related to your area of specialization? (Only for those who have attended 

formal education after employment? 

a. Yes D b/ No D 
5. What were the benefits obtained as a result of training and development 

programmes implemented? 

a. Improvement in job performance of employees and managers D 

b . Easy adaptability to new working methods and technologies D 

c. Job satisfaction and motivation of e mployees and managers D 

d . Customer satisfaction D 

e . Reduction in absenteeism and turnover of employees D 

f. No benefits are observed D 
g. State if any other benefit ___________________ _ 

6. What is your feeling about the efforts your office made to implement training and 

development programmes? 

a. The programmes were we designed and successful. 

b. The programmes were not based on need analysis 

c. There were problems related to selection of trainers and trainees. 

d. The over all design and implementation of the programmes were poor 

e . State if any other _ _____________________ _ 
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SECTION VI: TRAINING AND DEVELOPMENT METHODS 

I. What are the points considered to select training and development methods? 

a. The nature of the tasks and skills to be learned D 

b. The number of trainees and the resources available D 
c. Cost-effectiveness of the method D 

d . Performances of trainees and trainers D 

e. There is no selection criteria at all D 

f. State if any other criteria ___ _______________ _ 

2. Is there an experience of arranging orientation programme to new employees in 

your office? 

a. Yes D blNo D 
3. If your answer for question NQ 2 is 'yes' what are the focus areas of the programme? 

a. To create awareness about the mission, culture, rules , regulations and policies 

of the office D 
b . Focuses directly in introducing the tasks to be performed D 
c. Focuses on introducing with co-workers D 
d. State ifthere are other focus areas _______________ _ 

4. If your answer for question NQ 2 is 'No' what are the reasons? 

f. With the assumption of experienced individuals are employed D 
g. Less attention is given to orientation D 
h. Assuming the programme is costly and time consuming D 
i. State if there are other reasons _______________ _ 
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5. Which methods under On-the-job training category are applied to implement 

training programmes in your office? 

a. Mentoring D b . Coaching D c. Job RotationD 

d. Computer based training D 

e. State if any other methods ___________________ _ 

6. What methods under off-the-job training category are applied to implement 

training and development programmes in your office? 

a. Lecture D b. Videoconference D 

c. Audiovisual techniques D d . Programmed instruction D 

e . Mention if any other methods __________ _______ _ 

7. What opportunities did you get to update and upgrade your manager ial 

skills?( only for managers) 

a. Various short term workshops D 

b. Formal education in higher education institutions D 

c. Distance education 

d. Work experience 

D 
D 

e. State if any other ______________________ _ 
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SECTION VII: ASSESSMENT OF CAPACITY OF EDUCATIONAL MANAGERS TO 

RUN TRAINING AND DEVELOPMENT PROGRAMMES 

Give your answer to the following statements by putting ',r' under alternatives 

given corresponding to the statements. 

No. Question items Strongly Agree Fairly Disagree Strongly 
aqree aqree disagree 

I Managers have the competence to 
assess training and development 
needs 

2 Managers have the capacity to plan 
training and development 
proqrammes. 

3 Managers have the commitment to 
allocate necessary resources for 
training and development 
proqrammes. 

4 Managers have the capacity to 
facilitate implementation of training 
and development programmes. 

5 Managers have the capacity to 
monitor and evaluate training and 
development programmes. 

SECION VIII: EVALUATION OF TRAINING AND DEVELOPEMT PROGRAMMES 

Give your answer to the following statements by putting ',r' under alternatives 

given corresponding to the statements. 

No. Question items Strongly Agree Fairly Disagree Strongly 
agree agree disagree 

I The office has adaptable 
records about the participants 
of any training and 
development programmes. 

2 There is an experience of 
evaluating training and 
development programmes in 
the office. 

3 The office has standardized 
formats to evaluate the outcome 
of training and development 
programmes 

4 The trainees are committed to 
give feedback about the 
outcome of training and 
development programmes they 
have attended 
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SECTION IX: SELECTION CRITERIA OF TRAINEES 

Give your answer to the following statements by putting ,"', under alternatives 

given corresponding to the statements. 

No. Question items Strongly Agree Fairly Disagree Strongly 
aqree aqree disagree 

I The office has well-defined 
criteria to select trainees 

2 The selection criteria were 
fully known by all employees 

3 The office usually considers 
training opportunities as 
incentives to employees rather 
than a means to enhance 
competence 

4 Training opportunities are 
usually offered to employees 
who have personal 
relationship with officials in the 
office. 

SECTION X: PROBLEMS IN IMPLEMENTING TRAINING AND DEVELOPMENT 

PROGRAMMES. 

1. Has your office encountered problems to implement training and development 

programmes? 

a. Yes No 

2. If your answer for question NQ) is 'yes' what are the problems? 

a. Budget constraints c::::::J b. Attitudes of manages c::::::J 

c. Absence of training resources c::::::J 

d. State if any other problems _________________ _ 

3. What measures your office has taken to alleviate the problems? 
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7. Iiln lIn-nt l'ill. oo9.fl l'~lL'l"lll-t H001 _____ 'loot 

8. ~m"~~ l'~lL'l"lll-t H001 'loot 

ht;;t:J IJbt:- (IbID' U,J!t:J t:JlI1Jt'i At:Jm'i hm:l't),J! IJ1.1'JPf1 OtooAllt:: 

1. nR'/I11> l'(IIII' U~L'l L'llllJt'i ilL'lm'i1 l'lIIJ.ool1'nt l'ill. hli:L'l M? 

UI ~ 9' M c::::=J nI l'11 IJ" c::::=J 

2. l'T.P'I.' 1 00L'lil9' "~9' M" l'1IIJ.L'l nlf)i l'ill. hli:n- 1J"1 'l~H t"llll.t1 

.P 'n 'i Ill' 'i L'l ? 

UI l'r'llll' U ~ L'l L'l1llJ t 'i il L'l m 'i Ii: ~ n ,1\ r'lI'J n IIlJ .11: 1'."1 ~ 11 .P L'l c::::=J 

nJ l' r'llll' U ~ L'l L'l1llJ t 'i il L'l m 'i T C' "ll. qn f ~ '" C II L'l c::::=J 

!hI 11r'l1ll' U~L'l L'l1llJ~' 'i ilL'lm'i TC'"ll.qnf MIII!IJ" In.t9'f1 .Poo;f;fL'l c::::=J 

001 l'r'llll' U~L'l L'llllJt'i ilL'lm'i TC'"ll.qnf1 ~~III!IJ" ~loo"llllJL'l D 
11'1 tmlllJl'. '1]11 ~ "1111/0 ________________ _ 
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3. l' 'f .1' 'I.' 1 00 L'Hl ~ "l' il!J"" l' IIIh) 'n In i !J" h 1.1' t !J" 19: HIt? 

UI nit lilt 00 'I' '" C l'ill. h .. n. I] il 00'rJ H c=J 

nI l'nH f'lC c=J 

rhl nHC~ l'nnm) l'(IIIt U.!!" .1'iloo'iC c=J 

001 Il/I 'rJil .!!'lilR. _________________ _ 

4. nlt/llt l'illIl' U.!!" "DlJt'i il"m'i TM. lin? 

UI li~ liil D nI l'il!J" c=J 

5. l''f.1''I.' 4 oo"il~ "l'il!J"" 1'1IIJ." 'nlf) i !J"h1.1't !J"1 .!!ooilll't"? 

UI nTl\1\1II' liil~Jmt II.!! 'l11J1L .1'iloo'iC IC=:J 

ill TI\I\1II'1 ilDlJH.JH nHC~ l'nnm) 1'r'l1Il' U.!!" .1'iloo'iC 

rhl l'nH f'lC c=J 

001 n.1I 'rJil .!!'lil'" _________________ _ 

6. l"f.1''I.' 4 oo"il~ "li~ lin" 1'1IIJ." 'nlf) TM.III' nll-n.!J" IJIl.Hf .!!tm'" H19: 

It/llt !J"1 'l.!!)t H,I\,~f1 .!!m'l'DlJ"? 

UI ilil rM.1II' 1'IIIJ..1'i1l.l. nl.l. 11·11- .. (8rochures)nDlJH.JH illJll.Hf nDlJy." 1,-------, 

nI M.ltil "''fC lJIl.t~f ntH.J}\. l'tlIl'lII'''' TC'll.!J" II.!! 1ilsr nDlJ9:l'l 

rhl 'n 1JIl. t H .J C n IIIJ. Y.l 'l III'.!!.!! t II.!! 1 il sr n DlJ 9: l 'l c=:::J 

001 IJIl.Hf }j1.1t.1'III''I!t !J"1!J" 'l.!!)t 'flt li"tY.l1!J" 

IJII trnDlJl 'rJ il .!!'lil"' ________________ _ 
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111;11 JPh1':- (lAID' U)!II 1I111J1''i hllm'i 1;1111' !fA1I1 Otoohht:: 

1. n R' I 11 '" l' (1111' U .e " " DlJ t'i il " m 'i !i'.1) H 1 n DlJ m ol- .II ()r) l' DlJ .\': 1':1 Mil .\': 

liO? 

OOOU6j':- l'T.P't' 1 oo"il~ "li~ lin" l'DlJ.L'l lllf~I llH nlJ11mc'Jr lII'ilT OtHl.H(.t 

T .P 't' ~ :f. 11 n n 1J11 m l. If li 'i t I) .e 't] I) t li DlJ l. 'I." 00 " (l ~, III' il T .P 00 ). n t1 li 1.1l. 1 fl.f 

noolJDl. T llT .P't'~l t.ell ntHJ~1II' Illi:t (I;t l''',('' 1JD"llt nDlJ.\':l. '1 ooL"lil~1 .eillTl:: 

t.'!! T.I''I' n"l~U nonm~ n"l~ 

MU~"'Inll M"'I"'Inll M"'I"'Inll ~~n"'l"'l~ ~M"'I"'I~ 

1 111)'1" ~It/JU 1I't.1''lf ~h"m~ 
"~1:tfIlt1 WI" n,e tilt ~oumn1 

n""l1 ~HIIt:: 
2 ~1I't.Hf1 ~n"m~ ,,~n oumn1 

~It/fl,'" lI't.Hf ~Hil u~t.9'f ~nt. 
.I!:[~ lilt:: 

3 nlt/ fl,'t ~h"m~ I>~n ~lI1J.mnlur 

}j,P1.1l1.ll. nt.1' ~ n..P \l ~ lit lilt 
~lI1J.lqllt~ q\l~mlllt nt. ou'IJM 
"~H n. ~[ lilt:: 

4 ~n"m~ r;:~n .Iln~ ~Alfl, 'n 

~m"~,e 'W''l9'f hn-)-1 oull'l:t 
,I'.I!.l.l lilt:: 

5. 11'/11'" l'r'l1Il' U.e" "DlJt'i il"m'i li:I)H1 Ooo.llr'lll 1JD1 '}.e~t li't]'t~:f.1 

.em'l'DlJ ,,? 

UI l'1I'/11"'1 lim"l).e l'ill. }j1ol-il,.r'I. n0011JD11JD c=J 

n/ l'Mt 1'M '» l'ill. }jHil"r'I.~:f.1 n0011JD11JD 

Ihl }j .P 1 .111.1l. 1 1J11. til l' ill. li ':'11 R IJD n 00 11JD 11JD 

6 . 11'111 '" l' r'l1Il' U .e " " DlJ t 'i il " m 'i Ii: I) H .II ()r) 0 DlJ .\': l. '1 l' DlJ. .P HI) t 1 00 0\ ~ :f. 

Ooor'lilr'lil 1JD1 '}.e~t H.Il.~:f.1 .em'l'DlJL'l? 

UI lTCH1'i l'tO.Pll l'1I'1J.1i: 00l.~~:f.1 noo.llr'lll 

01 l'.II r'lI'J T 'i t n DlJ't] 't.\': 1_----' 

Ihl l' ill. li ':'11 R IJD '11JD 1 DlJ 1II'm. H 1 n 00.11 r'l il 
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001 tllJltHf .JC 1It.l!.l! t n 0lJ.l':1. '1 
IJII n.lrf 'rJ fl. .l!'1nEl-_________ ________ _ 

7 . {' (] lit U .l! " " 0lJ t 'i 1'1 " m 'i Ij', 111 H · 'n l' 1'1 {1 n :\ II .,.. .l': IIIJ. ,l' n.n "1 f lit {' IIIJ. 1(1. {' 1'1 " m 'i 
1j',1I1H,1 noonH 1t/111: {'lIIJ.m'l'lJDlJfllt oofl~CH H~f 'ifllt? 
UI {'nH oo'iC c:=J nI {,fI"m'illt ~fI~1I1~t'i ~"1.ll':' H 
rhl {'(]""1~f {'il,.t J'.O\'i {,fit t~I')7iH 

001 {,fI"m'i ttOlJ~' oo'iC c::J 
IJII 1}fl.1JD {,fI"m'i 1j',1I1H ~ 'It" .l!flt'il.llfl. c::J 

l.I n.1I 'rJn ~'?IlrJ· _ _ _______________ _ 

8. It 1111: {' (] lit U.l!" "0lJ t 'i fI" m 'i Ij', 111 t .ll M {' 0lJ,l' J'. C '1 'n If ~ I IJD 111,(' 1: IJD 1 
.l!oofllrt"? 

UI {'1j',1I1t .llM 1'1 OlJ.l':CI n"c~ {'nnm~ {,I'IIIt U.l!" ,l'noo'iC 
I'll {'n~ t f'1C 

rhl {' U II':' 9'f f" t ''1M 
001 n.Il 'rJn .l!lnlt _ ____________ _____ _ 
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h ... " Mt :- IUIIIt U.l!" "lPJt'l i1"m'l 'FIIPJ,.:f.l ntouil'llt:: 

1. 11'/11.1; 111997'l/911 mR,\J l'I'IIII' U.e" "DIJt'i il"m'i TC'Il.qu:f1 MJ.U 

,Pm,." ? 

UI ~,. ,P Ill' '" c=J 

2. l'T,P'l;' 1 onM,. "~,. ,Pm,.,," l'D1J." 11(1) ; l'il"m'i TC'Il.qu:f l1ou'l'lllfm 

n.:.t 'lIlDIJ,.,ffm n'l"R' tHJ:~m t'l'911m'P"? 

UI ~,. t'l'911m'P" c=J ill ~,,·t'l'onI1t911 

3. l'T,P'l;' 2 on"il,. "~,. t'l'911m'P"" l'D1J." 11(1) ; l'il"m'i,.f 'lIlDIJ,.:f 9111 

)no:.? 

UI MR,il l'Mll.C HR.,.H tll'l'n-A,,.:f1 ilnl.tH D1Jilt'Pm'i> 

ill l't911\Jct 'lil(Jl},P":f1 (Experts) l'(JI},P i1,.t ilDIJ'l"nt 

!hI l'DIJ~~on1t Mllt1 i1,.t ilDIJi'ii'i" 

onl il.II I'Jn ,P. '1illJ. _________________ _ 

4. nR'/ II. 1; l'nm U.e" "DIJt'i il"m'i l'C'Il.qu:f 'l' lll 1I .e l'il"m'i ~IID1J" :f 

t'l'911mm 1111); n 'I'll "'I n.l'l nD1J.:f" ~1~ ; n.onH~ nD1J.H-nt IH:t'i 

l1D1J.mn'l'm lIClIC l'i1,.t .P.l~ ~111C tHJ: ~'P"? 

UI ~,. ·t).l':~ 'P" c=J ill ~"t)'p'';'911 

1. 111997'l/ 911 mR,\J nnm U.e" "DIJt'i il"m'i TC'Il.qu:f 1I.e tr'JNm 

,Pm,. fl.? 

UI ~,. tr'JT.:. ,Pilg. c=J 
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2. l'T.l''l.' 1 ooM9' "~9' 'tl'lt.t,~nl}" l'1III.L"I 'n1f)I l'nL"lm'i T[,'1tqof1 .l'H.n.1It 

~'IJ L"I OIJ) lit? 

UI l'l.n9' It/l\.t c:=J 

Ihl l'(J0IJ.1 /'i'l' 111 tlJD\Jct It/ltt (l'ml.ll tlJD\Jct It/ltt 001li'if1 fl.f 

l' l1li. 00 n 'n t ) ,-I _--' 

001 l' /I [' l1li. .l' ~ o'j> IJD '11'1 ;t It [' '---------' 

IJII l't IJD \J ct l1li. ~ n t c c:=J 

If n.II 'lJn ,e T"' .... _______________ _ 

3. l'T.l''l.' 1 ooM9' "MP 'tl'lt.t,.l'nl}" l'1III.L"I 'nlf) 1JD1 'l,e)t l'nL"lm'i 

T[,'1tqof )n~? 

UI 9'Chi'iTf' r'l.1III.'i C'f'i , 'f11U11'1f CI =::::1 

nJ nlIt"l" ~lC n tlJD\J ct 'ttOlJt l'il t 'Hl"'i t OIJ J':l '1 c:=J 

mJ n~lC lItilT n'tn.l''' l'tlJD\Jct ttOlJt l'nt 'Hl"'it OIJJ':l'1 '-1 ---, 

001 L"IIJDJ': 'lJnlIt l'ilt 'IL"I.\'.l'l J':.J1i'. nOlJ'1H LI _-' 

IJI I 'n It I It t U II .:. 9' f (JI} .l' 'e J':.J Ii'. n OIJ '1 H 

I I oo.\'.n~ tlJD\Jct noo'n;t'tL"l LI_-, 

(J/ l'C '" t t IJD \J ct n 00 'n;t't L"I c:=J 

/'il nlt/lt·t lItilT n'to.l''' l'nt 00.\'.1lf 'tH'I'IIt[' nooiltt 

"'I r'l.1I 'lJO ,eT"' .... _______________ _ 

4. nlt/ltt IJItH 1f)1It 'nt"'m~ n~1I n'nIi'.H tlJD\Jct 'ttOlJt oo.\'.n~ tlJD\Jct 

t'n;tt 0 lIt l'ml.... 'n 1f)I 'n 't 00 l 'I! n t l't IJD \J ct 00 il h .J C 1'.1' no t .l' n lIt l' il t 

oo.\'.il 1I,e l'oooo.\'.il OJ':L"I ~'J"'it'l'L"I? (n'nIi'.H tlJD\Jct 'ttOlJt noo.\'.n~)t 

tlJD\JCH1It1 l''t'n;t'tI'l-t1 il,f l'lIII.oonnt) 

UI ~9' ~'1"'i,fOI} 
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5, 8'/1\, 1> nt1ntfllt \'I'lllt U.e" "OIJ 'l ' 'i il"m'i l'C"ltqul· ~OIJ'rJ.e)t \'tn 

IItm.H ('Yo)oquf) 1}"1J':'ifllt? 

UI \' w t t"i Pi U Il fu ?' f \' i1:J' ~. .l'.l ~ 'f'i'i l'i 'l" 

I'l/ M.Ltil \,ilt HP.?'Pi th'iI'l'.ll?'f1 n'l'll!} I'lon'l'n" lJ': t " 

!hI \,wtt"iPi Ullfu?'f \,ilt "liC'rJt'i t)I'll'iH ml}"l" CJ 

onl ntl}"\Jc '~ HCI;'. tm:J'OIJ.?'f "liC'rJt ~ilt'PIt/I ~J':C~" CJ 

wI \,l'ltHf hilt ono)olt'i \,ilt on"'I'o)o tHt '1'10),,,1,---, 

1I I}" 11}" 'l.e) t 'Y 0)01}" ~"t n I}" CJ 

I'll n.Il 'rJn .e"1nD-________________ _ 

6, nlim:J'll.e 1t/1\,1> \'OIJ.t1i1tfllt \'I'lllt u.e" "OIJt'i il"m'i l'C"1tquf Il.e 1}"1 

liilt .1'\'t lil'l't? 

UI l'C"1tqu f n'f? tHt U'I'lR.'i lItm.tOlJ )n<. 

I'll l'C"1tquf \,1;'.1l1t .l'.M1 onl'llt .1'.l'.l1- li,,)n<.1}" r-I ---, 

!hI n liI'l "11] 'It Pi I'l" 11] 'It f I}"" on Il .J C n t .1'.1' H f"1 Cf ) n <. 

onl nlim:!'ll.e \'TC"1tquf 'l'lIl'i lit1IJnC .l'.'rJ0IJ )nc CJ 

wI n.Illln .e"1nD-_______________ _ 

h ... Il tlJ':tlt:- \l1'I1IJ' U.ell Illllft'i tlllm'i H.Il9'f1 ntoon'rlt:: 

1, 1t/1\,1> nOlJ..1'H.J~fllt \'I'lllt u.e" "OIJt'i il"m'i l'C"1tquf ; \,il"m'i HP.?'f1 

1'1 on I}"l 'Y 1}"1 'l.e H onilUH1 .em'l'OIJ"? 

UI \'0IJ.1'l1Tt \,il"m'i 'l.e H-f1 l}\t onl'llt nOlJJ':l"1 CJ 

I'l/ \'I'l "11] lif 1 i1llt'i nIl"m'i \'OIJ..1'il':' "1 'IWI!H1 nnt l}\t on'iC on Wl t 

n OIJ J': l "1 ,-1_ -, 

!hI \' il" m'i H P. ?' l ·1 lit m. t OIJ H li il'l' J': qu n on 11}" 11}" ,-I _-' 

onl \'liI'l"I1]'ltf1'i l'l"I1]'ltf1 1;'.1l1t onwl i' nOlJJ':l"1 CJ 

wI I}" 11}" 'l.e H \' il "m 'I H P. ?' f on ll1] on il':' C t \' 1'1 I}" 1'----' 
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I I I\,Il 'lJil .e'1illt __________ _____ _ 

2. nR"/ll.1: IlM.ltil 1JI1.Hf \lt1Il'1II'.p 1'C'1l.lJD {'OljH.JH 1l1JD.l': M? 

UI Ii 91 M c:::::::::J ill {' il IJD 1,----, 

3. {' 'f ,P 'I.' 2 nu L'li'l91 "Ii 91 /in" {' IIlJ.Il n If ~ I {"f C'1l.(JIJo {' t'n-l t ~ 'f II f \It li t 

'iflIl'? 

UI {,R" /1l.1:1 tM'fI ' {'ill. li'IJIIIl' .l'.1IIf' nunul,P9If'i TI\I\91f ntnuilnt 

'11'11l. Oljilmn'f ,-1 _ -, 

III 'I' 'f;t {' 1IlJ.,P n 'i III'). t 1 t '111 l. t Olj il t 'P m.p c:::::::::J 

rhl lli'll. 11 1l.l'.IIH III' .J C Olj il t 'P m.p 

nul I\,Il 'fJ1l .e'1illt ________________ _ 

4 . {' 'f ,P 'I.' 2 nu L'li'l91 " {' il IJD " {' IIlJ.Il n If ~ I IJD 111,P H IJD 1.l': 'i f III' ? 

U I R" I Il. 1: {' IIlJ. 'I' 'f l. f III' 1JI1. t li f 1l1JD.l': ,P I) f III' 'i f III' n IIlJ. " /if! Il. c:::::::::J 

III il~' III' 1II'.p l ' C'1l.lJD {' IIlJ. il m III' t 'n-l t Ii 'i Ii nu If 1 c:::::::::J 

rhl \It III' 1II'.p l' C'1l.lJD m m. 1 {' IIlJ. m.e .p 'i 1/1,1 {' IIlJ. ~ ~ Ii .l': C 1 n Olj i'l il 

nul ~Ii 'lJ1l .e'1IlIt ________________ _ 

5. nill. I)~ illlm'i ~.e~H (On-the-job training) lII'il'f nR"/Il. '~ 

{'1IlJ. t1n~t \It lit 'iflIl'? 

UI 1l1JD.l': 'i {' l ' i'j Il il,. t 'fJ il III' 11 Il.l'.lll .l':.J Ii: 0lj'1 H 

ill n.pc il {' ill. U I)':' 91 f IID'p ~ .l': .J Ii: 0lj'1 H IC~ 

rhl nll"!ll.1: mil'f ntil,P1.! {'ill. nu.l'.1If tH'PIII'C nnuill.t 

nul 'fIlJDllIl'tC nnum'l'lJD illlm'i Olj'1H 

'------' 

IJII ~I) 'lJil .e'1illt ______________ _ 

6. lli'll. 1I;t III'"J." nlllJ.i'l1Tl- {'il"m'i ~.e ~H (Off-the-job training) nR"/ll.1: 

{'lIlJ.t1n~t {'Ht 'iflIl':: 

UI {',." 11l1! (Lecture) ,-I _--' 
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rhl !I'Iil':' .. .\':!I'I11'1 1J'rJ tt H.lI. onm'l'!I'I (Audio visual techniques) c:=J 

onl on J'. n Il ~ on IIIJ [ IIIJ il t IIIJ [ H.lI. 1 n on m 'I'!I'I LI _--l 

IJII IVl 'rJn .e'lnlt _________________ _ 

7 . ~ li on l- [ 11 \I no t 1 illllJ i'\i'i .:. !1'11 'l.e) to.\': .:. li 'I 'H III" ,P III" ,. n-? 

(n:'JI'I':"?'f fl.f ~lIIJ,qol'l):: 

UI ~tn,P\! li"L"I.'"[ m[l1i'iTf 

n/ nnli:H t!l'l\Jct t~IIIJ~' onJ'.nll t!l'l\Jct ~onn;tt.:. LI --' 

rh/~['I'~' t!l'l\Jct onn;tt.:. LI_----' 

onl ~ ill- 1'I.e ':'!I'I.\': n 1IIJ'rJ n t r-I ---, 

IJII ~I'I 'rJn .e'ln~ ________________ __ 
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t .'!! 

1 

2 

3 

4 

5 

hfiil Aqt :- PAOI' U)!iI ill11JH hilmf TC'111JfDf.1 hoot1RC PUt1&JPl 

f/:J't .l!t-f1 RtooAht:: 

uuuul,ll :- 'n;J';f nl'l1mllf lII'il'f I'ltHlHo:.t 'f .l''l'!Pf 'n11 nl'l1mllf ~'it 

,,~ 't] n.t ~ IIlJ l- "I.' on.:l (If lII'il 'f .l' on ~ n t 1 ~ 1.1t 1 i1.f non IJ" l 'f n'f.l' 'l'!P f 

i'~~ ntH,J.iS.1II' hr;:t 11;t {' '''/'' lJ".:lht nlllJil'l'on'f onM!P1 ~ilrTt:: 

'f.l''lII'''f. 11"19" I1 nnm~ 11"19" 
Mrrqll'JOll Mll'JoqOll MIl'J Il'J 011 MOIl'JIl'J9" ~MIl'JIl'J9" 

~R'/n;" U~ t. \P ~· ~ n III' U .l!i:1 C111lJ ')' ~ 

nClm~ l;: ~lH1 ~Oll.llnn M'l 

~~ f'ur:: 

~ R'/n;" U~ t. \P ~· ~nur Ul!C1 C111lJ-\-~ 

nClm~ 'fC'Il- 'I° :'f.1 ~oq'1' 9: 11:1")' 

~ ~ f'ur :: 

~R'/n.t U ~t.\P~· nnur Ul!C1 C111lJ~' ~ 

nClm~ TC'Il-q°:'f. ~oqurCi M .t ~ 1 

G~C~:'f.1 (Resources) ~uo Oll.l'.11 

'l!cm"lH ~~f'ur:: 

~R'/n.t U~t.\Pf nnur Ul!C1 C1I1lJ ')' ~ 

n Cl m ~ 'fC'1l-qo:'f. 'I''1Ql-'I!H 

1IlJ1~ur1 9° )1C ~IIlJOllH+ M,·t 

~ Hur: : 

~R'/n.t U~t.\P~· ~ n ur Ul!C1 C111lJ~' ~ 

n Clm~ TC'Il-qof1 ~uu\l;J' 'I'C1~ 

~ uu1 9" 19" 11 :1'-\- ~~'fur :: 
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t.'!! 

1 

2 

3 

4 

hr;." i19Dlt :- {IiiIII' U.l!" "01Jt'i i1"m'l 1'C'1t,quH 19D101J 

ntooil'nt:: 

DDDDl.ll:- 'nH nl'llmllf lII'ilT i1tHlH<.t T ,P't'~f 'n11 nl'llmllf ~'it 

1I..e 'rJ M' ~1IIJ1,"l." ooL'll"f lII'ilT ,Poo~ntl ~l.1t 1 il.f noolJDl T nT ,P't'~ii 

t..ell ntH,J,\I,1II' hlj'.t lit '" ",(''' lJDL'lht nlllJil'l'ooT ooL'lil~l ..eillTt :: 

'f .I'·~!Pf nl1J!J" nuum~ nl1J!J" 
M..,..,OIl M..,..,OIl M..,..,OIl ~QO"''''!J'' MO..,..,!J" 

~lt/n. '~ ~ ·,' o.1'~ ~Mr U.l!~ 

~""'t~ n~m~ 1'r:1t.qufl~ 

"' ~;J' ':'9'fl n"'oool1 '" ~01· uq",,"1 

~DUO~ nC~-l- ~oUl''' 

nlt/n.t ~oUl' U.l!~ ~",,-l-~ n~m~ 

'Yr:"It.qufl ~Dol!1"I!1" ~nt.C 

~o" 

It /n.t ~nor U.l!~ ~",,-r~ n~m~ 

m'IJ1, 'H ~"'11Do19"n-r mT ~lfl 

~ DO 1 9"1 "'1.1' ITPfl ~ .1'H· 'fo~f 

M'l-:: 

1Jl~ll]o;H nnnom~-l- n~m~ 

UI' IJ1, ", "I ·n ... Du~n (feed back) 

oooom-r .. ~n ('1lCm"lH) 

~~fUl''' 
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-I .. '1! 

1 

2 

3 

4 

ononl.p:- nH nfl1mllf IItfl'f IltHlH(.t 'f .P't'9'f n11 nll1mllf ~'1t 

1I,e 'l]n.t ~D1Jl."I." oo"flf IItfl'f .p00~nt1 ~l.1t.1 fl.f noolJDl'f n'f .P't'9'f 

t,e\l ntH.J~UI' hli'.t nt l' ".;''' lJD"ht nD1JfI'I'oo'f ooM9'l ,eM1t:: 

T.l''I:?'l nllJ!I" n(]1lm~ nllJ!I" 
lin u~ "'I n u. lin u~ "'I n u. lin "'I "'I n u. ~ M "'I "'I !I" MnuII"'I!I" 

It/It'i' 1"1t~ ~~OIJ. .l'''lfl 
MIlJ'in ~(]1l(]1l"Uu.l' uun.:.c-)-
Mor" 
~n"IlJ'il UU(]1l"un.l' unn':'CH 
nu.n9" ~It/It -t n.:.t'i l n1"1t 
.l!:I'w"n" 
nlt/It'i' ~n"m~ lI.1':o-l1 111.1'. 
w.:.g "'Inu.'f (Incentive) 
~(]1l'1!mC ~\j,!.I': /in " 
nlt/It-t ~n"m~ 1I.l?:flol -nltor1 
11t ~ OIJ. nrlt't \1U~.:.?'l ;:IC 
~"'Cfl (~.,.n~) 11)'H ~~'T' or 

w.:. ·t'n lor" 

hG..:I liil£::- 1I1"111t U,e.:l .:I01Jt'l i1.:1m'l l'C'"Jl.lJlIf lit1!]n£: II,!!. .l'.JmlJl) :f.'JC':f.1 

ntooiltlt:: 

1. 1t//1,'t nt1nl.flIt l'fllIt U,e" "D1Jt'1 iI"m'1 lC'Jl.qof 1I,e nm(Jl} f'JCf ~n.? 

UI ~9' ~n. 

2. l''f.P't' 1 oo"il9' "~9' M" l'1IlJ." nl1)[ nm(Jl} f'JN l'Hf '1flIt? 

UI l'nH f"lC I III l'UII':'9'f llil"m'1 .pllflIt 00"'1] IJD .1'''11) '11'1/1, 
fill l'iI"m'1 ('.flCflf (Resources) .Plloo'iC c::=:J 
001 M '1]11 ,e 'f'l'J't. __________________ _ 

3. n m lID' ;f, 'I N 1 II 00 Ii'. ;I't It 1/1, 't IJD 1 'l ,e H Ii C IJD .II 9' f1 m fl.l'.? ____ _ 

n~.J1IlJ. lionil"J" nl}! I 
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